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Purpose of the Study
The purpose of this study was to compare selected psychological
and occupational characteristics of black female doctoral graduates
who chose careers in education with black female doctoral graduates
who chose careers in the sciences at Atlanta University between the
academic years 1975 through 1985.
Hypotheses
The significance of differences between the two groups was tested
on the following variables: 1) women's self-perception; 2) women's
perception of women's ideal woman; 3) women's perception of men's
ideal woman; 4) deterministic; 5) motivation to achieve; 6) need for
control; 7) concern for people; 8) self-actualization; 9) stress;
10) professional recognition and involvement; and 11) professional
productivity. The .05 level of significance served as the decision
rule.
Significance of the Study
The anticipated benefits of this study were:
1) That it would have implications for student personnel staff
in their interactions with black female graduate students;
2) That it would be used as pre-screening tools to assess the
readiness of doctoral degree applicants for the Doctor of
Education and Doctor of Philosophy degree programs;
3) That it would serve as a generating Doint for further research
on the values, managerial and leadership styles of black female
doctorates;
4) That it will add to the body of knowledge on achievement
motivation in black professional women who have earned the
doctorate;
5) That it will aid Atlanta University in obtaining follow-up
information on its terminal degree graduates; and
6) That it will suggest some ways of addressing the needs of
future matriculating black female doctoral students.
Research Methodology
The survey and ex post facto research techniques were used in this
study. The instruments used were the Male-Female Role Research Inventory
of Feminine Values, Meta-Motivation Inventory and a Demographic
Questionnaire. The statistical treatment used was Fisher's t_ for
uncorrelated means.
The findings of the study seem to warrant the following recommenda
tions.
1) That more financial aid in the form of fellowships, scholarships
and other monies be made strictly available for doctoral
education at Atlanta University;
2) That a new thrust be made in identifying, hiring and promoting
black female earned doctorate holders in decision-making faculty
and administrative positions; and
3) That concerted efforts be made to recruit, counsel and
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The academic and professional experiential field of the black
female has not been examined to any great extent according to the
literature. One researcher has summarized:
The public image of black women as professional
persons is almost nonexistent. This lack of public
visibility contributes to societal myths and keeps
professional women from serving as role models for black
youth.1
The literature that was directed towards the educational and
occupational attributes and aspirations of the black female professional
was scarce, indeed. The elimination of fictional, caricature-like
depictions of black women was a herculean task. To somehow uncover
scientific, scholarly studies addressing such issues as: values
systems, achievements motives, the doctoral experience and its
effect on the black female, and professional goals and accomplish
ments of the black female doctorate holder proved to be quite
difficult.
It would doubtless be profitable and interesting to
pursue the subject of difference among academic women . . .
It would be interesting to know more about the differences
Etherine Shaw, "Professional Schools and Their Impact on Black
Women" in the Conference on the Educational and Occupational Needs of
of Black Women, vol. 2: Research Papers, U. S. Department of Health,
Education and Welfare (Washington, D. C: National Institute of
Education, 1977), p. 71.
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among those in different subject-matter areas, . . .
But as yet detailed data are not available for such
comparisons.l
The literature that was available consisted of journal articles
to a great extent, or if in book form, referred to black women at
second thought, and even then somewhat haphazardly. Debra Kaufman's
tome on the achievement motive in women was a perfect example. This
particular author devoted exactly four pages, as listed in the index,
to the achievement motive found in black females. In actuality, there
2
were only seven to eight paragraphs.
Swann and Witty called for more scholarly activity on the
educational backgrounds, career motivations, monetary resources,
professional training experiences and actual job performance of the
professional black female.
Few have attempted to address issues affecting the small
number of black females holding a doctorate. Authors such as Ann
BufTew, Carol H. Smith, Constance Carroll and Myrtice Mosely, to
name a few, have greatly contributed to the presenting of the black
female doctorate holder and administrator in academia, in an accurate
light.
Jessie S. Bernard, Academic Women (University Park, Pa: The
Pennsylvania State University Press, 1964), pp. 111-112.
2
Debra Kaufman, Achievement and Women: Challenging the Assumptions
(New York: The Free Press, 1982), pp. 38-39, 56-57.
Ruth N. Swann and Elaine P. Witty, "Black Women Administrators at
Traditional Black Colleges and Universities: Attitudes, Perceptions
and Potentials," Western Journal of Black Studies vol. 4, no. 4 (Winter
1980):262.
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As Dr. William Cosby has been able to cast a positive reflection
on the black man and woman, and especially the black family, through
the broadcast medium, many more efforts need to be made in presenting
the Clair Huxtables and other black professional women to the general
public.1 Pinkstaff and Wilkinson stated that, "Women need the opportu-
2
nity to observe other successful women."
Young black children and adolescents need to experience and
perceive black female professionals and academicians as role models and
heroes, to counter the negative messages that they are bombarded with
constantly, on the black female achiever.
The black female doctorate holder tends to belong to an isolated
segment of society, because her employment opportunities lie primarily in
academia, usually on historically black colleges and universities
campuses located in the South. Her interactions with the general public
are not only limited, but her personal relationships are restricted as
well. Constance Carroll observed that, "Black women in higher education
are isolated, . . ." An inordinate amount of time is devoted to
professional responsibilities and professionally related activities such
as: writing, teaching, administrative duties and research. These
The Bill Cosby Show, National Broadcasting Company, 1986.
2
Marlene A. Pinkstaff and Anna B. Wilkinson, Women at Work: Over
coming the Obstacles (Reading, MA.: Addison-Wesley Publishing Company,
1979), p. 51.
o
Constance Carroll, "Three's a Crowd: The Dilemma of the Black
Woman in Higher Education," Academic Woman on the Move, edited by Alice
Rossi and Ann Calderwood (New York: Russell Sage Foundation, 1973),
p. 178.
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restrictions have resulted in a large number of these individuals
remaining single and childless, possibly to the detriment of future
black families and children. In reference to the black family, these
women usually have come from better educated, middle-class homes, where
the father has had at least three to four years of college on the
average.
Billingsley asserted that a strong family life figured prominently
in the backgrounds of black men and women of achievement. The families
of these achievers tended to be guided by a certain set of values or a
particular philosophy, in their interactions with in-group members and
the outside world. A pattern of behavior usually accompanied these
values that were not only consistent or congruent with the family's
3
value system, but its philosophy as well.
Although these individuals have not been publicly lauded or
even identified, or in many instances rewarded for their accomplish
ments, they have infrequently earned high academic and governmental
positions. Black female holders of the doctorate continue to persevere
and attain the near impossible. These individuals allow only their own
intellects and creative energies to establish academic and occupational
boundaries.
Dorothy Guilford and Joan Synder, Women and Minority Ph.D.'s in
the 70s: A Data Book (Washington, D. C.I National Academy of'Sciences),
pp. 36-38.
2Ibid., p. 31.
Andrew Billingsely, Black Families in America (Englewood Cliffs,
N. J.: Prentice-Hall, 1968), p. 97.
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Statement of the Purpose
The purpose of this study was to compare selected psychological
and occupational characteristics of black female doctoral graduates
that had chosen careers in education with black female doctoral graduates
that had chosen careers in the sciences at Atlanta University between
the academic years of 1975 and 1985.
This investigator was interested in answering the following
questions:
1) Do the feminine values of black female doctoral graduates
that had chosen careers in education differ from those of
black female doctoral graduates that had chosen careers in
the sciences?
2) Do the managerial and leadership styles of these individuals
differ?
3) Do the professional recognition level of these individuals
differ?
4) Do the professional productivity of these individuals differ?
Hypotheses
The following hypotheses were tested in this study. The decision
rule for acceptance or rejection of these null hypotheses was the .05
level of significance.
lHo*. There will be no statistically significant difference
between the mean level in women's self-perception for
black female doctoral graduates who have chosen careers
in the sciences and education.
2Hn: There will be no statistically significant difference
between the mean levels in woman's ideal woman for black
female doctoral qraduates who have chosen careers in
the sciences and education.
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3Hq: There will be no statistically significant difference
between the mean level in woman's perception of man's ideal
woman for black female doctoral graduates who have chosen
careers in the sciences and education.
4Ho: There will be no statistically significant difference
between the mean deterministic scores for black female
doctoral graduates who have chosen careers in the
sciences and education.
5Ho: There will be no statistically significant difference between
the mean level of motivation for black female doctoral grad
uates who have chosen careers in the sciences and education.
6Ho: There will be no statistically significant difference between
the mean levels of need for control for black female doctoral
graduates who have chosen careers in the sciences and education.
7H0: There will be no statistically significant difference between
the mean levels of concern for people for black female doctoral
graduates who have chosen careers in the sciences and education.
8H0: There will be no statistically significant difference between
the mean levels of self-actualization for black female doctoral
graduates who have chosen careers in the sciences and education.
9Hq: There will be no statistically significant difference between
the mean levels of stress for black doctoral graduates who
have chosen careers in the sciences and education.
10H0: There will be no statistically significant difference between
the mean levels of professional recognition and involvement
for black female doctoral graduates who have chosen careers
in the sciences and education.
llHo: There will be no statistically significant differences
between the mean levels of professional productivity for
black female doctoral graduates who have chosen careers
in the sciences and education.
Evolution of the Problem
The researcher's interest in this problem stemmed from a lifelong
fascination with women who had gone beyond the realm of the ordinary
and excelled in their particular field of interest through imagination
and hard work.
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Previous research on motivational factors, leadership qualities
and values affecting success has tended to primarily focus on white
males from middle-class backgrounds.
The recent feminist movement of the 1960s generated a more balanced
view of factors affecting success, both academic and occupational, but
to the basic exclusion of the black woman and female adolescent. The
literature tended to reflect the belief that black females are similar
to white women and the general black population. The theories emanating
from the feminist movement did not take into account the black female's
2
subcultural traits, belief or past.
The researcher felt that although the literature neglected to
address the achievement motive in black females, this omission did not
negate or lessen its presence in the black female's psyche. What
social or environmental rewards could account for this researcher's
intense desire to obtain the Ph.D.? Certainly not high employment
related compensation or social prestige. For this particular researcher,
this desire could only be explained by a strong inner drive to
achieve. The early research on achievement motivation stressed its
internal or intrinsic component. Kaufman noted, in her review of the
literature that, "the motive to achieve has been described as a
Joseph Veroff, Lou McClelland, and David Ruhland, "Varieties of
Achievement Motivation," Women and Achievement, edited by Martha T.
Mednick and others (Washington, D. C: Hemisphere Publishing Corp.,
1975), p. 172.
2Walter R. Allen, "The Social and Economic Statuses of Black Women
in the United States," Phyion, vol. 42, no. 1 (1981):40.
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relatively stable disposition to strive for success in any situation
wherein standards of excellence are applicable."
Yet Kaufman's summary of the literature suggested that this pursuit
of excellence was only applicable to the female for certain situations,
those situations being where she has a "socially approved goal." She
noted that various researchers found that females respond to achievement
stimuli in a markedly different manner when compared to males. Not
only were females found to respond to these stimuli in a different
manner, but the need to respond at all, appeared to cause great conflict
in these females. These conflicts were said to occur due to the
females' "affiliative needs" being in a discordant state with their
"achievement needs." The author elucidated that, during the early
childhood socialization process, female children are rewarded for one
set of behaviors, and these rewards usually are manifested through
2
praise, love and social approval.
She concluded,
Early socialization involves learning not only what one should
desire but also, perhaps, how to obtain things one should not
desire. The publicly defined script has been off limits to
women; to date, the manly ways of competition are still not
open to them.3
It has been this researcher's personal experience that parental
expectations were met much easier by being selected the basketball




homecoming queen than by graduating from high school with not only a
3.86 overall grade point average but a chemistry medal as well.
Limited data were available on psychological and occupational
influences affecting achievement in black females; but even in these
limited instances, a population of high school seniors and undergraduate
college students was deemed as the most appropriate to address by
researchers.
Because of the dearth of scientific research addressing black
females who have achieved academic and professional success, this
researcher chose this to be a group worthy of identification and study.
Significance of the Study
The findings of this study will be significant in the following
ways:
1) They will have implications for student personnel staff in
their interactions with black female graduate students.
2) They can be used as pre-screening tools to access the readiness
of doctoral degree applicants for the Doctor of Education and
Doctor of Philosophy degree programs.
3) They may serve as a generating point for further research on
the values, managerial and leadership styles of black females
who have received and who will receive the doctoral degree.
4) They will add to the body of knowledge on achievement motiva
tion, primarily because the majority of research studies have
not dealt with black women who have achieved academic and
professional excellence.
Elsie J. Smith, "The Black Female Adolescent: A Review of the
Educational, Career and Psychological Literature," Psychology of Women
Quarterly, vol. 6, no. 3 (Spring 1982):262.
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5) They will aid Atlanta University is ascertaining information
on its terminal degree graduates, and possibly how to address
the needs of future matriculating black female doctoral
students.
Assumptions
The following assumptions were made in carrying out this study:
1) That the respondents would honestly and accurately answer
items on the research instruments;
2) That responses would be accurate as far as the population was
capable of being accurate, i.e., recollection or memory;
3) That the majority of the participants in this study holding
the Doctor of Education in Administration would be employed
in public elementary and secondary schools or by historically
black institutions of higher education; and
4) That the basic demographic characteristics of the participants
in this study, such as age, marital status, number of dependents,
employment status, or the like, would be similar to black female
doctorates in previous studies.
Limitations
The following limitations were offered for persons who might use
the findings of this study:
1) Caution should be exercised in generalizing the results to
populations with backgrounds different from this highly
selected group. This caution is offered because of the
educational, occupational, and income levels of the partici
pants. This investigation only dealt with recipients of the
Ph.D. and Ed.D. degrees from the Schools of Education and
Sciences at Atlanta University.
2) Because the instruments that were used were of a self-report
nature, the validity of the results was contingent upon the
honesty and recollection of the participant by eliminating
the use of names, social security number, and any specific
numbering of answer sheets.
-11-
3) Previous researchers have experienced extreme difficulties in
obtaining data of a private nature from black middle-class
professionals, especially Ph.D.'s.^
Definition Of Terms
The following terms had the meaning listed below:
1) Black female doctoral graduates were operationally defined as
those individuals who had received the Doctor of Educaiton in
Administration and Supervision or the Doctor of Philosophy in
Biology, Chemistry, or Counseling between the academic years
of 1975 through 1985. Additionally, the terms doctorate and
Ph.D. were used interchangeably and also connoted those who
had earned the Ed.D. degree.
2) Feminine values were operationally defined as the scores shown
by the subjects on the Maferr Inventory of Feminine Values.
The sub-test areas of the MIFV are: Women's Self-Perception,
Women's Ideal Woman, and Women's Perception of Man's Ideal
Woman.
3) Managerial and leadership styles were operationally defined as
scores shown by the subjects on the Meta-Motivational Inventory.
The sub-test areas of the MMI are: Deterministic, Motivation
to Achieve, Need for Control, Concern for People, Self-actuali
zation and stress.
4) Professional recognition was operationally defined as the
receipt of postdoctoral fellowships, memberships in professional
and honorary societies, and offices held in these organizations.
5) Professional productivity was operationally defined as the
number of articles published, number of papers presented to
professional organizations, number of books published as sole
or senior author, consultation work, and number of research
grants received.
6) Employment situation was operationally defined as employment
in areas of training, types of employment, places of employment,
length of employment, income and position title.
*Annie S. Barnes, The Black Middle Class Family (Bristol, In.:
Wyndham Hall Press, 1985), p. 19.
CHAPTER II
REVIEW OF THE RELATED LITERATURE
This review of related literature is organized into five sections,
each of which relates directly to black female doctorate holders. The
five sections are: 1) Demographic characteristics of black female
doctoral graduates who have chosen careers in education or the
sciences; 2) traditional versus nontraditional values' orientation
towards a career and family; 3) managerial and leadership styles;
4) profession recognition; and 5) professional productivity.
A preponderance of the available research data on academically
achieving black females has focused on their ascribed and perceived
roles as administrators and faculty members in colleges and universities.
These data only addressed the acquisition of the doctorate because the
degree is generally held to be a prerequisite for obtaining a college
or university administrative or faculty post. According to Astin,
"... the educational and career aspirations of women are not well
understood as those of men."
Schweitzer held that the Doctor of Philosophy degree is the
traditional "mark" of the "trained scholar" who through her capacity
to carry out innovative and original research has shown that she is
Astin, The Woman Doctorate in America (New York: Russell
Sage Foundation, 1969), p. 1.
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worthy of the title, Ph.D. Not only are institutions of higher education
using this degree as a prerequisite for employment selection, but many
other employment areas including state and local government agencies,
the private sector, and the church are looking to the Ph.D. as the
"mark" of the professional who has prepared herself for a host of
leadership positions.
Hoskins asserted that although the Ph.D. is not the only requirement
for becoming an administrator in higher education, black administrators
in upper level positions on majority campuses are more than likely to
hold the Ph.D. or Ed.D.2
The only other earned doctorate that has generally received the
same degree of recognition, relative to the Ph.D., is the Doctor of
Education degree. Whereas the Ph.D. is primarily a research degree,
the Ed.D. represents the individual's preparation for employment in all
3
levels of education, from elementary to teritary education. Bryant
stated that, "the Ph.D. continues to be regarded as the 'sine qua non1
for college faculty standing."
1George K. Schweitzer, The Doctorate, A Handbook (Springfield, II.:
Charles C. Thomas Publisher, 1965), p. 17.
Robert L. Hoskins, Black Administrators in Higher Education:
Conditions and Perceptions (New York: Praeger Publishers, 1978),
pp. 2-3.
Schweitzer, The Doctorate, p. 18,
4J. W. Bryant, Survey of Black American Doctorates (New York:
Ford Foundation, 1969), p. 9.
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At this juncture, this research attempted to directly examine the
characteristics of the black female doctorate holder, while indirectly
focusing on black females in higher education.
In conducting a survey on the number of black men and women holding
the doctorate, Bryant discovered that fewer than one percent of the
earned doctorates, held by all Americans, had been conferred upon
blacks. The figure appeared to serve as a numerical base for the
majority of research studies addressing the presence and percentage of
black doctorate holders in the United States. Interestingly, of the
1,096 replies received by Bryant, only 234 were from black female
2
doctorates.
Astin's research indicated that the proportion of females
completing each degree level, from the baccalaureate to the doctorate,
is smaller than the proportion of males. At each higher degree level
the difference is more pronounced.
Black females accounted for a minority of doctorates awarded to
Blacks up to 1980. Prestage's review of the literature showed a slight
gain over black males for that year. Yet, it is vital to note that




Astin, Woman Doctorate in America, p. 4.
4Jewel L. Prestage, "The Role of Black Colleges and Universities
in Graduate Education," Black Colleges and Universities: Challenges
for the Future, edited by Antoine Garibaldi (New York: Praeger
Publishing Company, 1984), pp. 60-61.
-15-
period will certainly not surpass the total number of doctorates awarded
to black males.
The survey data from Women and Minority Ph.D.'s in the 70's revealed
the following information on the black female doctorate. From years 1973
to 1976, 1,177 native-born, black females reportedly held the doctorate
degree. A great majority of these women (802) were born in the South.
In fact, only one third of the number was born in other regions of the
United States.1
Blacks have tended to largely emanate from the South, due to this
area being their historical location in the United States. Other
population groups, for example, Native Americans and Asians, have come
from the South and the state of Oklahoma, and the West, respectively.
Through Guilford and Sydner's examination of the southern origin and
average age of the black Ph.D., it was ascertained that the overwhelming
majority of these individuals matriculated "under formal systems of
2
segregation."
Educational Level of Parents
The family background of an individual is likely to be the most
salient factor in determining her educational and occupational
aspirations and subsequent behaviors towards realizing these aspirations.3
Guilford and Synder, Ph.D.'s in the Seventies, p. 28.
2Ibid., p. 29.
Astin, Woman Doctorate in America, pp. 21-22.
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The average educational level of parents of the Ph.D. is approxi
mately two grade levels above that of the general public. Women holding
this terminal degree have tended to come from "slightly better educated
families" than the male doctorate.1 Guilford and Synder, in their
study, found that among the respondents queried, that the educational
level of the fathers of male Ph.D.'s was lower than that of female
p
doctorate holders.
For the black female recipient of the doctorate, the percentage
distribution by education of father tended to favor two categories, with
45 percent reporting that their fathers did not complete high school and
32.8 percent reporting that their fathers had completed up to three
years of college. The percentage distribution by education of mother
tended to favor these categories with slightly lower percentages.
Guilford and Synder stated that,
Among the fathers of Ph.D.'s, 30.2 percent had at
least four years of college education, while the
fathers of female doctorate recipients displayed a
percentage of 39.2 percent with college degrees.4
A research study by the Carnegie Commission on Higher Education
found that parents attaining high levels of education, relative to the
general public, are less likely to distinguish between academic needs
Lindsay Harmon, A Century of Doctorates: A Data Analysis of
Growth and Change (Washington, D. C: National Academy of Sciences,
1978), pp. 1-2.
2





of their male and female progeny.
Astin concluded that the higher than average educational and
professional achievement levels of the parents of female doctorates are
reflections of their strong motivation and unusually high levels of




The average age of doctorates, upon conferment of the degree, is
around 30 years old. The age range varies from younger in the sciences,
"particularly chemistry," and much older in the field of education,
where the age is typically 40. The author's explanation for this
occurrence is the interval between the receipt of the baccalaureate to
the receipt of the Ph.D.3
Although women are typically younger at the time of conferment
of the baccalaureate degree, they tend to be older than men upon
conferment of the doctorate. Females tend to receive the doctorate
later in their careers than their male counterparts.5
Astin's explanations for the age differences between sex groups
and fields were that the doctorate in the sciences may have entered
ICarnegie Commission on Higher Education, Opportunities for Women
in Higher Education (New York: McGraw-Hill, 1973b), p. 41.
2
Astin, Woman Doctorate in America, p. 25.
Harmon, Century of Doctorate, p. 51.
4Ibid.
Astin, Woman Doctorate in America, p. 19.
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graduate school at an earlier age, had fewer hinderances and difficulties,
made advanced career plans or were more unsure about employment opportu
nities, than doctoral degree holders in education and the humanities.
A lower percentage of black women earn the Ph.D. before age 45 than
black men, the figures are 71.8 percent and 84.0 percent, respectively.
Additionally, more black men and women are awarded the doctorate "between
2
the ages 35 and 39" than any other age span period.
For the black female doctorate recipients surveyed for Women and
Minority Ph.D.'s in the 70's, the median age for completion- of the
doctorate was 37.2 years, although the age range from 30 to 34 held a
slightly higher pecentage (22.3 percent) than other age grouping.
Tobin reported that the average ages of his respondents ranged from
4
47 years to 49 years upon conferment of the doctorate.
Prestage supported the previous research on the age differential
between white and black doctorates. Education as.a field choice
appeared to be the most salient factor in explaining why blacks are
5
older upon receipt of the Ph.D.
e Astin, "Career Profiles of Women Doctorates," Academic Woman
on the Move, edited by Alice Rossi and Ann Calderwood (New York:
Russell Sage Foundation, 1973), p. 144.
p
Bryant, Black American Doctorates, p. 3.
3Guilford and Synder, Ph.D.'s in the Seventies, p. 34.
4McLean Tobin, The Black Female Ph.D.: Education and Career
Development (Washington, D. C: University Press of America, Inc.,
1980), p. 49.
5Prestage, "Role of Black Colleges and Universities in Graduate
Education," p. 57.
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The literature tended to support the notion that black females
are older than other recipients of the doctorate. The field choices,
of blacks and women, education and the humanities, appear to account
for the above average ages relative to Asian and white men.
Undergraduate Institutions
Research data in the literature showed that a majority of black
males and females received their undergraduate training from black
colleges and universities. Guilford and Synder's study found that
the top five undergraduate institutions producing the largest number
of graduates who have obtained doctorates among Blacks were Howard
University, Florida A & M University, Southern University, Tuskegee
University and Wayne State University.1
Bryant revealed that the overwhelming majority of black female
American doctorates (n = 181) received their baccalaureate training
and degrees from historically black institutions as compared to 53
black females who matriculated and later graduated from white
institutions.
Prestage noted that a majority of baccaluareate degrees awarded,
not only to southern blacks but blacks nationwide, are conferred by
historically black institutions in the South.3
Guilford and Synder, Ph.D. 's in the Seventies, p. 34..
Bryant, Black American Doctorates, p. 5.
Prestage, "Role of Black Colleges and Universities in Graduate
Education," p. 55.
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Hoskins established an interesting dichotomy between black
administrators at black institutions and black administrators at
white institutions. The former were said to have matriculated
and received their undergraduate degrees from black institutions,
while the latter were said to have graduated from white institu
tions.
This is supported by the findings of Mommsen that historically
black institutions produce the largest number of black undergraduates
who later receive doctorates. His list of the "leading institutions"
were Fisk University, Howard University and Viriginia State College.2
Although there are minor differences in accounting for the exact
location of undergraduate attendance for black Ph.D.'s there was
virtually no disagreement in the literature that the majority of Blacks
receive their undergraduate education from historically back colleges
and universities.
Baccalaureate to Doctorate Time Span
It has taken black doctorate holders an average of 13 years to
obtain the Ph.D. from the time of the receipt of the baccalaureate
degree. This figure appeared to be almost five years longer than the
seven and one-half years required for Ph.D.'s in general.3
1
Hoskins, Black Administrators in Higher Education, pp. 47-48.
2
Kent Mommsen, "Black Ph.D.'s in the Marketplace: Supply, Demand
and Price," Journal of Higher Education, vol. XLV, no. 4 (April 1975):256.
3
Bryant, Black American Doctorates, p. 5.
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Financial responsibilities, part-time attendance, recognition
of the need for further training by individuals in the work force, and
educational interruptions due to marital and childrearing responsibi
lities were among several factors given by Astin for the extended
baccalaureate to doctorate time span, especially for women.
A slight minority of black females, during 1976, in Guilford and
Synder's survey, tended to display no elasped time from receipt of the
baccalaureate to their entry into graduate school.
Prestage's review of the literature disclosed that a lower propor
tion of whites than blacks has earned master's degrees before attaining
their doctorates, especially in the natural sciences. The acquisition
of the master's degree was said to be a very important milestone in the
educational career of Blacks.
A period of 3-8 years out of school between entrance to graduate
school and attaining the Ph.D. tended to typify the greatest number
of black female doctoral recipients, with nine years or more out of
school following in the next largest group.
The literature showed that most Blacks required longer time spans
to complete the doctorate, from receipt of the baccalaureate, when
Astin, The Woman Doctorate in America, p. 20.
2
Guilford and Synder, Ph.D.'s in the Seventies, p. 52.
3
Prestage, "Role of Black Colleges and Universities in Graduate
Education," p. 64.
4
Guilford and Synder, Ph.D.'s in the Seventies, pp. 54-55.
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compared to all groups, especially Asians. Again, this could be
accounted for by the heavy concentration of Blacks in the field of
education.
Tobin's study highlighted these conclusions by disclosing that
55.7 percent of his respondents spent three of eight years completing
the master's after receiving the bachelors and 53.3 percent spent eight
to 15 years completing the doctorate after receiving the master's.
Institutions Conferring Doctorates on Black Females
Of the over 100 historically black institutions of higher education,
only Howard University, Atlanta University, The Interdenominational
Theological Center, Morgan State University, Meharry Medical College
2
and Texas Southern University are authorized to confer the doctorate.
Atlanta University and Howard University conferred master's level
degrees upon the majority of Black who eventually received the Ph.D.
However, Kent Mommsen, a noted sociologist, found in his survey that
black doctorates, overall, tend to matriculate and receive Ph.D.'s
from "prestigious," northern, historically white institutions of higher
education. His examples of these institutions included Columbia
University, New York University and Ohio State University.
1Tobin, Black Females Ph.D., pp. 83-84.
2Prestage, "Role of Black Colleges and Universities in Graduate
Education," pp. 62-63.
3Mommsen, "Black Ph.D.'s in the Marketplace," p. 256.
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Morrison supported Mommsen's findings, although a majority of her
subjects had generally attended black institutions for undergraduate
studies, most had attended white institutions for graduate, postgraduate
or professional studies.
Guilford and Synder's findings for female doctorates, inclusive
of black females, appeared to conflict with those of Mommsen and
Morrison. They found that the top five institutions that were above
average in proportion of doctorates granted to women between the years
of 1973 to 1976, were Texas Woman's University, Bryn Mawr College,
University of North Carolina, Cornell Medical College, and Atlanta
University, with a sub-total of 21 female doctorates from an overall
total of 40 doctorates, 15 of these 21 matriculated in the School of
Education.2 Their findings indicated that the majority of female
doctorates, inclusive of black females, graduated from institutions in
the South, with two—Atlanta University and Texas Woman's University—
in the "Deep-South."
Garibaldi stated that 22 percent of approximately 29,000 of all
degrees conferred upon Blacks were awarded by historically black
institutions during 1975 to 1976. This 22 percent included about 4,500
Gwendolyn C. Morrison, "Characteristics of Black Females in
Administrative/Management Level Employment" (Doctoral Dissertation,
Texas Woman's University, 1981), Dissertation Abstracts International,
vol. 44, no. 03-A, p. 697-A
2Guilford and Synder, Ph.D.'s in the Seventies, p. 133.
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master's degrees, 500 first-professional degrees and 50 doctorates.
Prestage also disclosed that Blacks were awarded 50 doctorates
from historically black institutions. A total of 1,213 were awarded
to Blacks during the same time period, 1975 to 1976. In the South,
2
Blacks received 26 out of 320 doctoral degrees conferred. Yet, Mommsen
disclosed that no respondents in his survey had received doctorates
from Atlanta University and only seven from Howard University.
This occurrence was rather unusual since his survey was conducted
around 1974 and Guilford's study was conducted between 1973 and 1976.
The latter author found 40 doctorates, 21 of them female from Atlanta
University alone. It can be assumed that a majority of the 40
doctorates were black. At this point, no explanation is available
because of the dearth of information on this topic. But it did appear
as if Mommsen did not clearly reflect his actual numerical base with
his description of the population in his earlier statement that black
Ph.D.'s tend to graduate from northern, historically white institutions.
Mommsen stated that, "Thirty-six percent of the sample attended the
Hop-ten Institutions1 at the bachelor's level, compared with 45 percent
at the master's level and 50 percent at the Ph.D. level."
Woine Garibaldi, "Black Colleges: An Overview," Black Colleges
and Universities: Challenges for the Future, edited by Antoine
Garibaldi (New York: Praeger Publishing Company, 1984), pp. 5-6.
2Prestage, "Role of Black Colleges and Universities in Graduate
Education," pp. 63-64.
3Mommsen, "Black Ph.D. in the Marketplace," p. 256.
4Ibid., p. 258.
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Major Field of Concentration
The research team headed by Harmon found that both black males
and females are more heavily concentrated in education and showed
smaller percentages in the sciences, except chemistry, when compared
with other ethnic groups.1 According to Astin, "... Women are still
2
underrepresented in the scientific and professional fields."
Of the 17 black females surveyed in the physical sciences, 88.2
percent received their baccalaureate in the physical sciences, while
80.0 percent of the 70 doctorates in the biological sciences
received their baccalaureate degrees in the biological sciences.
Interestingly, of the 758 respondents in education, only 59.2 percent
received their baccalaureate degrees in the field of education. Although
a majority of black female doctorates matriculated in schools of
education, Guilford and Synder found that some 40 percent received
3
undergraduate degrees in other fields.
Astin found that when women doctorates were compared with typical
women graduates, the former had a pronounced proclivity towards matricu
lating and graduating from baccalaureate degree level programs considered
4
masculine and more "intellectually demanding."
1Harmon, Century of Doctorates, pp. 49-50.
2Astin, Woman Doctorate in America, p. 3.
3Guilford and Synder, Ph.D.'s in the Seventies, pp. 46-48.
4Astin, Woman Doctorate in America, p. 38.
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Guilford and Synder's data previously cited not only showed the
baccalaureate to doctorate field changes, but also that a majority of
the black female respondents in their study were in education.
The large number of black female doctorates that switches from
other fields to education might indicate that blacks gravitate towards
this area as a "last resort" rather than education being a preferred
2
field of doctoral study.
Tobin ascertained, through his review of the literature, that the
majority of black American doctorates are in the area of education.
His study supported the previous findings because his largest group
of respondents was also in education. It is interesting to note
that Tobin dichotomized education and the fields of physical
education, administration and supervision, technical studies, and
social studies, which generally fall under the auspices of Schools of
Education. This observation was noted because the percentage of black
female doctorates in education would have been higher if these sub-
4
areas were grouped together.
Bryant's study supported the literature that Blacks matriculate
in and receive doctoral degrees in education to a great extent. Over
half, 54.4 percent, of the respondents in this study received the
Guilford and Synder, Ph.H.'s in the Seventies, pp. 46-48.
2Prestage, "The Role of Black Colleges and Universities in
Graduate Education," p. 59.




American women doctorates, in general, are reticent to select
masculine oriented fields, i.e., physical sciences, because of "cultural-
2
induced convictions" that such field choices are "unfeminine."
Sources of Support
Although the references cited appear to conflict with regard to
primary sources of support for doctoral education, the literature tended
to support the contention that doctoral education and completion of these
programs are impacted upon by financial difficulties.
Astin noted that female doctorates in education are more likely
to finance their own graduate training, while women in the natural
sciences are more likely to have their doctoral programs financed
through assistantships or fellowships.
The black female doctorates in Tobin's study, to a large extent,
financed their doctoral education through the usage of scholarships
(41.5 percent), and traineeships (26.3 percent). Only 25 percent of
4
these individuals used personal resources.
It appeared as though the respondents in Guilford and Synder's
study financed their doctoral education in a different manner. For the
Bryant, Black American Doctorates, p. 5.
2Astin, Woman Doctorate in America, pp. 46-47.
3Ibid., p. 48.
4Tobin, Black Female Ph.D., pp. 92-93.
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year 1976, a large majority of the respondents reportedly either
financed their own doctoral education or depended on spousal
assistance.
A majority of black female achievers, all doctorates, surveyed
by Carol Smith, found it quite difficult to finance their doctoral
education. Financial hinderances and stress were common experiences
for this group.2
Bernard found differences among married and unmarried female
doctorates in reference to financing of their doctoral education.
She disclosed that married doctoral students' husbands were highly
supportive financially of their educational efforts, while the
unmarried female doctorate has usually had to finance her own doctoral
program.
Bryant felt that there are several plausible explanations for the
"underrepresentation" of Blacks in higher education, baccalaureate to
doctoral level. Lack of financial support for doctoral education and
the urgent need for employment are two explanations. The remnants of
discriminatory entrance requirements and deficient educational prepara
tion also accounted for the scarcity of Blacks in institutions of
higher learning. Financial difficulties in doctoral education were
Guilford and Synder, Ph.D.'s in the Seventies, p. 56.
2
Carol Hobson-Smith, "Black Female Achievers in Academe," Journal
of Negro Education, vol. 51, no. 3 (1982):318-340. "
3
Bernard, Academic Women, p. 212.
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exacerbated, for black and white students, by lengthy program require
ments and escalating expenses.
The involvement of black students in doctoral study assistance
programs is generally unsatisfactory. Yet, Danforth Predoctoral
Fellowships, Ford Foundation Fellowships and Woodrow Wilson Doctoral
Fellowships are but a few of the assistance programs aimed at increasing
2
the number of black Ph.D.'s.
Prestage concluded that there must be changes in the patterns of
financial aid distribution in graduate education if there is to be a
3
significant increase in the number of Blacks attaining the Ph.D.
Marital Status
The conferring of the Ph.D. on a woman greatly limits her choice of
a mate, more so, than it does a male doctorate holder. Eighty percent
of the married female doctorates in Simon, Clark and Galway's study had
professional spouses, while 60 percent of the married females had husbands
with Ph.D.'s (with the exception of those in education), and 20 percent
4
of the female doctorates had husbands with the master's degree.
Bryant, Black American Doctorates, p. 7.
2Ibid.
3Prestage, "The Role of Black Colleges and Universities in Graduate
Education," p. 65.
4Rita J. Simon, Shirley Clark, and Kathleen Galway, "The Woman
Ph.D." A Recent Profile," Women and Achievement, edited by Martha T.
Mednick et al (Washington, D. C: Hemisphere Publishing Corporation,
1975), p. 357.
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Tobin's research data supported that of Simon and associates. The
spouse's educational levels of Tobin's study were found to be the
following: 2.5 percent had attended graduate school, while 50.0 percent
had received a graduate or professional degree.
Bernard's review of the literature on Academic Women ascertained
that male doctorates are more apt to be married than their female
counterparts. Low marital rates are not eliminated even if the analogy
is drawn between female doctorates with indistinguishable academic back
ground or scientific and professional proclivities. Additionally, when
compared with females in similar profession, i.e., doctors, lawyers,
2
female doctorates were still found more likely to be unmarried.
Astin concluded that the "observed marriage rates" for her
subjects was low when compared with those of other college educated
women and women in general.
Between 1973 and 1976, the marital status or percentage of married
black female doctorate recipients, in Guilford and Synder's study
ranged from 52.3 percent in 1973 to 56.7 percent in 1975. Although
over half of the respondents in this study were married, this percent-
4
age was still low when compared to the average women, white or black.
^Tobin, Black Female Ph.D.
Bernard, Academic Women, p. 206.
Astin, Woman Doctorate in America, p. 27.
4Guilford and Synder, Ph.D.'s in the Seventies, p. 36.
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Astin stated stat, "The overall rate of marriage for women doctorates
was rather low compared with that of women in general."
Tobin found among his subjects that more than half were currently
married and living with their spouses. But again, it was found that a
significant percentage, 44.4 percent, was single (never married,
divorced, widowed or separated), relative to the general female
2
population.
Ball ascertained from his subjects that being married was no more
associated with life satisfaction than being single or widowed. When
certain variables such as health, age, social participation or education
were controlled, the impact of having a spouse appeared to be minimal
on life satisfaction. Personality characteristics were the only




Reid reported that for white and black females in the 35 to 45
age range, the lowered fertility rate was related to high educational
in, Woman Doctorate in America, p. 26.
2Tobin, Black Female Ph.D., pp. 55-56.
3Richard E. Ball, "Marital Status, Household Structure, and Life
Satisfaction of Black Women," Social Problems, vol. 30, no. 4 (April
1983):406.
4Astin, Woman Doctorate in America, p. 27.
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attainment. The lowest fertility rate of all was found among black
women with four years of college or more. The fertility rates of
women doctorates are lower than that of their contemporaries in the
general population.
Although Ball found that, when certain variables were controlled,
such as age, health and the like, that there was no association
between marriage and life satisfaction, but he did find for black women
3
that having children was associated with life satisfaction.
Simon, Clark and Galway studied a group of approximately 5,000
female doctorate holders and approximately 1,500 male doctorates.
Seventy percent of the married women had at least one child. Again,
A
this percentage is lower than it is for men. Female doctorates were
found to have fewer children than women with comparable training, i.e.,
physicians and lawyers. Additionally, the number of offsprings was
related to the degree of professional involvement.
A.highly significant percentage of the black female doctorate
recipients in Guilford and Synder's survey reported either no dependents
John Reid, "Black America in the 80s," Population Bulletin,
vol. 37 (December 1982):10.
o
Astin, Woman Doctorate in America, p. 29.
3Ball, "Life Satisfaction of Black Women," p. 406.
Simon, Clark and Galway, "The Woman Ph.D.," p. 356.
5Ibid.
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(48.5 percent, or one to two dependents (42.3 percent).
Tobin's study found that 465 of his respondents had no dependents,
2
while the next largest group, 22 percent, had only one child. This
phenomenon could be accounted for by Astin's assertion that,
The woman who takes her doctoral degree in an
academic field is idea-oriented and object-
oriented, two traits that might make her less
interested in having a large family.3
The literature on black and white female doctorates tended to
support the contention that the higher the educational level the
lower the fertility rate, when compared with women in the general
population.
Postdoctoral Employment Plans
Black female doctorate holders, as well as white, can expect
employment opportunities to exist in all levels of academia, from
research to teaching and administration. The employment rate among
women doctorates was found to double that of the female population
in general, while the married female doctorates were less likely to be
4
employed than single women doctorates.
Tobin reported that 7.6 percent of his respondents held the rank
of assistant professor, while 49.2 percent and 41.5 percent held the
and Synder, Ph.D.'s in the Seventies, p. 38.
2Tobin, Black Female Ph.D., pp. 58-59.
Astin, Woman Doctorate in America, pp. 31-32.
4Ibid., p. 58.
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rank of associate professor and professor, respectively. He concluded
that his study supported the research, relative to black female
doctorates holding high academic ranks in higher education.1 Astin
found that over 50 percent of the respondents in her survey, employed
in academia, held ranks of either professor or associate professor.2
This review of the literature did not allow the same conclusions
to be drawn in reference to black female doctorate holders and supposedly
"high academic rank." Quite the opposite occurred. There was a litany
of disgruntled voices among a number of authors lamenting the sad state
of black females in academia. Carroll summed up the feeling of these
authors by stating, "The sheer paucity of black women among the faculty
and administration in colleges and universities tends to force black
women into small, isolated communities."3
Atlanta University is a microcosm, reflecting events and decisions
that occur in higher education. If the ranks of black female doctorate
holders were examined carefully at this institution, it would be
impossible to find an adequate male-to-female employment ratio,
especially in the higher academic and administrative ranks.
Over 65.6 percent of the black female doctorate recipients in
Guilford and Synder's survey reported having definite employment, while
Tobin, Black Female Ph.D., pp. 65-66.
2
Astin, Woman Doctorate in America, p. 87.
Carroll, "Three a Crowd," p. 178.
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28.5 percent were seeking employment in 1976. It could be assumed
from subsequent data provided by Guilford and Synder on areas of
employment for both black men and women doctorates, that a very low
percentage held positions in the private sector, while the majority
were employed in educational institutions. The author also disclosed
that all women doctorates employed in academia are less likely than
2
men to be involved in administrative duties.
Of the 1,096 black doctorates in Bryant's survey, 85.4 percent
were employed by educational institution-; 5.3 percent by the government,
4.8 percent by service agencies and 2.7 percent in the private sector.
Astin's research also concluded that a majority of women doctorates
are employed in academia, usually in small colleges and universities.
Yet, women doctorates in education were found to be employed in junior
4
colleges or public school systems.
The research data appeared to support the contention that Blacks
and females are employed, to a great extent, in higher education,
primarily in historically black colleges, and, to a much lesser extent,
in business and industry.
Guilford and Synder, Ph.D.'s in the Seventies, pp. 60-62.
2Ibid., pp. 73-75.
Bryant, Black American Doctorates, p. 7.
Astin, Woman Doctorate in America, pp. 71-72.
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Traditionai Versus Nontraditionai Values
Orientation towards a Career and Family
Research data, pertaining to traditional and non-traditional values,
of the black female doctorate holder are nonexistent, per se, although
there was very limited research on the motive to achieve in black
female adolescents and baccalaureate degree level collegians.
Astin felt that the women in her study, by deciding to become
involved in a demanding and time consuming doctoral program, and by
receiving the doctorate, "have already demonstrated in some ways they
are unique, pioneering, and unconventional."
The literature that does address the black female doctorate, does
so in a vicarious manner, in that the roles and responsibilities of
the black female faculty member and administrator in higher education
are the principal focus.
The academically and professionally achieving black female has been
a largely ignored positive entity in the literature. Much attention has
focused on the capricious, emasulating black fury, who has wreaked havoc
not only on the black male but the family, as well. The black female
has been portrayed in the oral and printed mediums as overly confident,
domineering and generally agressive on the home front and in the
labor market. Not only does the black female contend with a spurious
and humorously chronicled image in the public's eye, but she must also
negotiate her status in American society as a double negative, so to
Astin, Woman Doctorate in America, p. 26.
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speak, being black and, unfortunately, female. Her fate has been to
be figuratively thrown into the general "catch all" category of minority
group member with little regard for the distinct qualities that have
been acquired through her socialization process in American society.
Allen succinctly stated that, "Black women are a minority hidden
within two more conspicuous minority groups." The authors explained
this statement by asserting that the exigencies, truths and experiences
of black women are largely ignored by researchers and assumed to be
indistinguishable from those of white women and black men.
Allen further stated, that the examination of black women as a
distinct race-sex subgroup is usually postponed because researchers have
tended to assume that by analyzing the realities of females and blacks,
2
that the realities of black females are also encompassed.
Smith's review of the literature found that white women, as van
guards of the feminist movement, have tended to direct research towards
their life experiences. The results of their efforts have been to
apply the findings, on the education and socialization difficulties
facing white middle-class female children and adolescents, to black
girls. Although the "socialization process" for black females may
parallel that of white girls, Smith stated that there are not only
cultural differences between these groups, but historical differences,
as well.
, "Statuses of Black Women," p. 40.
2Ibid.
3Elsie J. Smith, "The Black Female Adolescent," p. 262.
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Anderson postulated that male and female children are socialized
from an early age that certain behavior are appropriate for either
boys or girls.
Ladner's observation that the lower-class black community has
different dictates and "expectations" for the disadvantaged black girl,
than the white community has for the middle-class white girl is quite
interesting. These dictates and "expectations" supposedly result in
the black female maturing at a much earlier age than her white middle-
2
class counterpart.
Various researchers have indicated that factors in the early
development of the black female, predispose her to assume an advanced
sense of autonomy and ability, brought on by the assumption of child-
care and housekeeping responsibilities. These responsibilities coupled
with the black female's documented exposure to female participation in
the world of work, will bring them to the realization that they will
not only function as mothers, when entering adult life, but that another
primary role will be that of economic provider. These observations were
based on many factors related to economic survival.
It was concluded from the literature that the socioeconomic
background, accessible role models, and the degree to which black
Patricia C. Anderson, "Sex-Role Factors and Women's Plans
for Graduate Study" (Doctoral dissertation, Georgia State University,
1976), p. 11.
2Joyce A. Ladner, Tomorrow's Tomorrow (New York: Doubleday, 1975),
pp. xxi-xxii.
3Thomas F. Petti grew, Profile of the American Negro (Princeton,
N. J.: Van Nostrand, 1964), pp. 3-26.
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female adolescents internalize cultural values of black America
and the dominant society affect their experiential fields in either
a negative or positive manner.
The public image of black women is almost non-existent.
This lack of public visibility contributes to societal myths
and keeps professional women from serving as role models for
black youth. How many film strips, videotapes or other
media used for educational purposes, include black women
physicians, lawyers, or nurses? How many picture textbooks
portray black women as professionals?^
The literature abounded with research on the effects of maternal
employment and parental aspirations on the academic and career attain
ment of black females; yet, very little was found on other aspects of
her experience.
Allen stated that the "black matriarchy theory" attributed
superior economic and social positions to women over men in the black
community.
Bock stated that black parents, similar to "farm parents" assumed
that their female progeny would be more successful in the attainment
4
of educational and occupational goals than their sons.
Blacks have historically placed a great emphasis upon "educational
attainment" as a tool for upward mobility. The social and/or economic
positions, which an individual occupies, were found by Allen to be
, "Professional Schools and Their Impact on Black Women," p. 71.
2Ibid.
3Allen, "Statuses of Black Women," p. 27.
4Wilbur B. Bock, "Farmer's Daughter Effect: The Case of the Negro
Female Professional," Phylon (Spring 1969):19.
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significantly influenced by their educational attainment.
Burlew examined the backgrounds of black females developing "tradi
tional and nontraditional goals." She determined that the mothers of
nontraditionals may have provided different role modeling as compared
to the mothers of traditionals. The mothers of nontraditionals demon
strated to their offspring that they did not need to confine themselves
to conventional educational or occupational spheres that had been
commonly looked upon as feminine. The daughters not only perceived the
educational achievements of the nontraditional mothers as significant
2
but also their "pursuit of nontraditional work."
The daughter's perception of her mother's educational achievement
as significant and other values instilled by the mother's role modeling
could possibly have engendered a strong self-concept in these individuals.
Anderson noted that a positive correlation was suggested between non-
traditional attitudes and a strong self-concept relative to "femininity"
and appropriate sex-role behavior.
In addition, Burlew found that maternal employment and an early
work experience might have accounted for her respondent choosing
careers in nontraditional fields. She speculated that exposure to
racial and sexual discrimination in the workplace, during this early
, "Statuses of Black Women," p. 29.
2Ann Burlew, "The Experiences of Black Females in Traditional and
Nontraditional Professions," Psychology of Women Quarterly, vol. 6,
no. 3 (Spring 1982):321.
3Anderson, "Sex-Role Factors and Graduate Study," p. 15..
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work experience, probably influenced these black females to select
male-dominated fields that offered higher financial remuneration and
social status.
Astin's findings on women Ph.D.'s were similar to Burlew's. These
doctorates, whose mothers had not only functioned as housewives but
pursued careers as well, were better able to resolve their own careers
2
versus marriage conflicts.
Anderson found evidence that the self-concept which a female inter
nalizes, inclusive of strengths and weaknesses, is related to maternal
modeling. Females with working mothers tended to have a less stereotypical
perception of feminine role and thus viewed and displayed a "broader
range" of behaviors as "sex-role appropriate," while girls with "home-
maker mothers" tended to exhibit a more constrained perception of "sex-
role appropriate behaviors."
The research study conducted by Heaston findings varied from
previous research of matriarchal influences on occupational and
academic achievement of black professional women. Using a group of
black females selected from the legal and medical professions, the
researcher found that these individuals credited strong paternal
influences to persist in their pursuit of educational goals towards their
chosen career fields. These findings appeared to be at odds with those
Curlew, "Experiences of Black Females," p. 321.
Astin, Women Doctorate in America, p. 60.
Anderson, "Sex-Role Factors and Graduate Study," p. 15.
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regarding strong maternal influences on educational and occupational
attainment.
Pinkstaff and Wilkinson also found evidence that fathers have
become role-models for professionally oriented daughters. The researchers
stated that many females credit paternal influences with their motive
to achieve.2 It appears that there are conflicting opinions among
researchers on whether maternal or paternal influences lead to
educational and occupational aspirations in black women.
Gurin and Pruitt assert that statistics have been displayed and
interpreted in a way that suggests that black females are in an
advantageous position over black males. Yet fewer black women are
employed in higher level professions and earn less than the four race
3
and sex groups.
Collier's study on the economic status of the black male documented
the following, "that in contemporary American society, the median
income of black males exceeds that of black females."
Patricia Heaston, "An Analysis of Selected Role Perception among
Successful Black Women in the Professions (Doctoral dissertation,
Northwestern University, 1975), Dissertation Abstracts International,
1976, 36, p. 4352-A.
p
Marlene Pinkstaff and Anna Wilkinson, Women at Work, p. 24.
Patricia Gurin and Ann Pruitt, "Counseling Implications of Black
Women's Market Position, Aspirations and Expectancies" in the Conference
on the Educational and Occupational Needs of Black Women, vol. 2:
Research Papers, United States Department of Health, Education and
Welfare (Wasington, D. C: National Institute of Education, 1977), p. 89.
Betty Collier and Louis Williams, "The Economic Status of the
Black Male: A Myth Exploded," Journal of Black Studies, vol. 12, no. 4
(June 1982):495.
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Allen's study revealed that black women continued to suffer
from the "twin handicaps" of sexual and racial bias in gaining entrance
to jobs that have been perceived as masculine.
It has been commonly accepted that black women are not only more
highly motivated to achieve educationally and occupationally than black
men, but that they are also better able to move into higher paying
professional positions.
Gurin and Pruitt stated that, "Highly educated black women
particularly have been viewed as bringing unusual motivational assets
2
to the world of work."
Anderson's review found that prior research had suggested that, in
the United States, educational attainment, subsequent occupational
advancement and personality characteristics needed for the pursuit of
"academic achievement" have been affiliated with the "masculine role."
Averbuch noted that psychologist Sandra Bern was the first to
scientifically analyze an individual's proportion of male to female
personality characteristics. Bern used the term "androgynous" to
describe individuals with "strong aspects of 'both' sexes." Versatility
and adaptability were adjectives applied to these individuals' abilities
to function in a variety of settings. Averbuch's review of the
^11 en, "Statuses of Black Women," p. 33.
2Gurin and Pruitt, "Counseling Implications," p. 98.
3Anderson, "Sex-Role Factors and Graduate School," p. 1 of
Abstract.
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literature also revealed that in a study of athletes and scientists,
both groups scored high in "androgyny." The research concluded that
"the androgynous personality seems to be prevalent among women achievers
in general."
Place and Plummer suggested that, "The traditional role of women
fostered dependence on men; ..." Lightfoot found that the "ideal
'feminine1 woman" is viewed as unrealistic, immature, and passive.
Yet black women could not fulfill the "economic and social luxury" of
meeting the "cultural ideal of a woman."
Previous research, as viewed by Anderson, stated that feminine
thought was usually linked with a need for "friendship and social
love," while masculine thought was affiliated with intrinsic achievement
and accomplishment. Lightfoot added that general view of the black
woman is as follows: "She is liberated, aggressive and competitive.
She knows too well the feel in1 of work and for too many years has
been responsible for putting the bread on the table."
iGloria Averbuch, "Do Athletics 'Masculinize' Women?" Vogue
(April 1986):116.
2Irene Place and Sylvia Plummer, Women in Management (Skokie, II.:
National Textbook Company, 1980), p. 1.
3Sara Lawrence Lightfoot, "Socialization and Education of Young
Black Girls in Schools" in the Conference on the Educational and
Occupational Needs of Black Women, vol. 2: Research Papers, United
States Department of Health, Education and Welfare (Washington, D. C:
National Institute of Education, 1977), pp. 4-6.
4Anderson, "Sex-Role Factors and Graduate Schools," p. 12.
5Lightfoot, "Socialization and Education of Young Black Girls,"
p. 4.
-45-
The adjectives used above to describe the black woman are generally
only applied to men in American society as per the following,
. . . men are seen as possessing such personality
attributes as independence, objectivity, logic competi
tiveness, worldness, self-confidence, ambitiousness and
leadership and decision-making capabilities.1
The characteristics of a successful professional, as defined by
American culture, are fundamentally masculine in nature. The research
data analyzing the traits this society values are usually associated
with masculinity or a healthy adult, i.e., integrity, maturity and
independence, while the unhealthy adult or "healthy female" are attributed
2
personality factors such as dependence, submissiveness, and passivity.
Anderson felt that masculine traits and males, in this culture,
are deemed more worthy and useful than feminine traits and females.
The following research studies revealed that black women are not
unusually equipped to function in the labor market when compared to
black men, but tend to choose and pursue traditionally feminine-
dominated fields. Contrary to the myths of the aggressive, domineering
black female, it was shown that black women hold similar feminine
values with white women.
Affiliative needs and social rewards are generally perceived as
compatible ends, while achievement needs and intrisically related
goals are viewed as operating in tandem, Yin and Yang and their
Pinkstaff and Wilkinson, Women at Work, p. 115.
3Anderson, "Sex-Role Factors and Graduate School," p. 13.
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associated characteristics, one set of prescribed behaviors for men and
one set for women.
The women in Heaston's study were found to be "outer-directed"
rather than "inner-directed." She stated that these individuals' goals
and hopes related more to the social uplift of other "less fortunate"
blacks and less to "self."1
Gurin and Pruitt concluded that black women are affected by "sex-
role constraints" in their pursuit of "educational and occupational
p
aspirations."
Anderson succinctly stated that a prerequisite for the manifestation
of achievement motivation was the female's ability to recognize the
compatibility of achievement goals within the feminine agenda.
Pinkstaff and Wilkinson suggested that women are "conditioned" to
serve or place others first, not only in the home but also in the work
place. This process does not occur naturally but is literally a man-
made artifice. Women are socialized, not born to serve. This attitude
4
was said to be "valued" into female via the childrearing process.
Values were characterized by the authors to be global, deeply inter
nalized, stable and enabled individuals to make choices based on what
they considered right or wrong. Values stem from one's family back
ground, religious beliefs, established societal institutions and
iHeaston, "Selected Role Pe-ceptions," p. 4362-A.
2Gurin and Pruitt, "Counseling Implications," p. 98.
3Anderson, "Sex-Role Factors and Graduate School," p. 9.
Pinkstaff and Wilkinson, Women at Work, p. 23.
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culture in general.1
Allen noted that the "professional occupational" aspired to by
black females appeared to be "sex-typed." Examples of these "sex-typed"
occupations were nursing and teaching. He also remarked that these
occupation aspirations suggested some "redundancy" in that black women
tend to cluster in occupations, like nursing and teaching, because these
are careers which they "aspire to" and they "aspire to" these careers
because black women cluster in them.2
Astin stressed that a negligible number of women is drawn to
scientific and professional careers, while the vast majority of employed
females are concentrated in nursing, clerical or secretarial work and
teaching.
Gurin and Gaylor concluded from their study that black men and
women were similar in their values, concerns and achievement needs.
These researchers' findings suggested that previous studies had over
emphasized the importance of "earlier socialization" and its effect
on "achievement inhibitions among women." Gurin and Gaylord also
noted that the black females surveyed were motivated. Their study
suggested that these females chose to channel this motive to achieve
into traditional roles because they perceive successful outcomes in
1Ibid.i p. 2.
2
amn n?lt!;r11A11en? "Fami1y Roles, Occupational Status, and Achievement
among Black Women in the United States," Signs: Journal of Women in
Culture and Society, vol. 4, no. 4 (1979)7681:: "
Astin, Woman Doctorate in America, p. 35.
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these traditionally female-dominated areas.1 Carroll found that most
black female collegians have moved into traditionally feminine areas
such as education, nursing and social work.2
The great majority of female students in the American educational
system, from middle school onward, limit their "vocational aspirations"
to restricted number of socially approved career fields.3 Although,
in Gurin and Gaylord's study, there were no significant differences in
the desire for freshmen level men and women to attend graduate or
professional school, there were significant differences between senior
men and women on expectations to pursue graduate and professional
education. More black men than women set the attainment of the Ph.D.
and professional degrees as goals and a majority of the women viewed
the master's degree as terminal.4 Research tends to support the notion
that black women, as well as white, are influenced by the same boundaries
defined by sex-role.5
Anderson stated that even for today's college woman, affillative
needs are salient factors regulating their educational and occupational
fM Suu1n and Caro]yn Gaylord, "Educational and Occupational
(June 1976)-10-16 ** BlaCk C°lleges'" Month1y Labor Review, vol. 99
2Carroll, "Three's a Crowd," p. 176.
Anderson, "Sex-Role Factors and Graduate Schools," p. 5.
4
Gurin and Gaylord, "Educational and Occupational Goals," p. 11.
ArMpwomtrw2 Gu^n,and, "9ar EPPS' Black Consciousness. Identity and
Achievement (New York: Wiley, 1975), pp. 395-397.
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perceptions and behaviors. Fear of "social rejection" or gender-based
identity conflicts tend to limit these individuals' behavioral repertoire
to sex-role appropriate activities.
The research states that many black women are not likely to center
on or aspire to masculine-oriented fields, doctoral or professional
degrees because of the traditional views they hold on roles appropriate
2
for women.
Anderson's review found that an extremely small percentage of
"high ability" females matriculate in professional or graduate schools;
and even smaller proportion of "intellectually capable" women graduate
from doctoral programs. If tracking women into traditionally female-
dominated fields continues in this age of technology, individual women
4
as well as the United States, will suffer.
Burlew added that,
More black women than ever are considering careers in
male-dominated fields than probably ever before. Yet
many still consider only traditional careers as alter
natives. Obviously, an increase in black females in
those professions identified as masculine must occur
if the employment situation is to change substantially
for black females.5
lAnderson, "Sex-Role Factors and Graduate Schools," p. 1 of
Abstract.
2Janice Gump, "Comprative Analysis of Black and White Women's
Sex-Role Attitudes," Journal of Consulting and Clinical Psychology,
vol. 43 (1975):858-863.
3Anderson, "Sex-Role Factors and Graduate Schools," p. 2.
4Burlew, "The Experiences of Black Females," p. 312.
5Ibid., p. 313.
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Cherne's findings suggest that there are significant differences
between black women professionals that have chosen traditional or nontra-
ditional careers as discerned by several important features. The factors
affecting the selection of a nontraditional profession were an external
locus of control orientation, education, birth order, and the salience
of significant others as role models. She was unable to ascertain any
significant differences between the sex-role orientation of the two
groups.
Burlew suggested that, in general, there are important differences
between women pursuing traditional and nontraditional careers. She
stated that the two areas where traditionals and nontraditionals vary
are in background and attitudes. Additionally, these individuals
differ in the way they perceive the price they must pay socially for
2
the pursuit of a career and in their work expectations.
Adams found, in her study, that the respondents felt that the price
of their educational and occupational accomplishments was the lack of
a "committed relationship with a special man."J
lFerne P. Cherne, "An Exploratory Study of Selected Personality
Characteristics of Professional Women in Traditional and Nontraditional
Occupations" (Doctoral dissertation, University of San Francisco, 1982),
Dissertations Abstracts International, vol. 44, no. 62, August 1983.
2Burlew, "Experiences of Black Females," pp. 312-325.
3Diane M. Adams, "The Psychological Development of Professional
Black Women's Lives and the Consequences of Career for Personal
Happiness" (Doctoral dissertation. The Wright Institute, Berkeley, 1983),
Dissertations Abstracts International, 1984, p. 3920B.
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Hobson-Smith noted, in her focus on black female achievers, that
Dr. Mary F. Berry felt that in order to advance her rather nontraditional
career, through writing and research, was the need to forego the develop
ment of personal relationships.
Anderson reported that the literature implied that women conven
tionally have assigned a higher priority to marriage, in spite of
2
expressing the aspiration or need for a career and marriage.
It might appear that the nontraditional female would experience
difficulties in making decisions on marriage and family in her charting
new ground, so to speak, in the choice of a career and the subsequent
responsibilities of such a career choice. Yet, Burlew added that,
"Nontraditional black females think they are just as likely or unlikely
3
to marry as traditionals."
Anderson concluded that the young woman's need to confirm her
identity through a stable "affiliative" relationship with a man was
of importance.4 Anderson added that several reasons exist to explain
why black women may be less afraid than white women that professional
careers might jeopardize their chances of marriages. Burlew found that
black women, overall, tend to include men with lesser social and
5
professional standing into their pool of eligible men.
^•Hobson-Smith, "Black Female Achievers," p. 324.
2Anderson, "Sex-Role Factors and Graduate Schools," p. 17.
3Burlew, "Fxperiences of Black Females," p. 324.
4Anderson, "Sex-Role Factors and Graduate School," p. 2.
5Burlew, p. 324.
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Although black women include black men of lesser social and
professional stature into their pool of eligible men, Allen stated
that, "black women are still confronted with difficulties in the
marital arena, relative to white females, due to the decrease in
the pool of eligible black males because of the "high rates of
incarceration, homosexuality, economic instability, etc. ..." He
also concluded that the "marital prospects" for a large number of black
women appear rather dim.*
Simon and associates felt that the doctorate additionally confines
2
the woman's choice of a mate because of societal dictates. Fleming s
investigation of black female and male graduate students disclosed some
interesting results. Black women characterized by a "fear of success"
were attempting to promote professional interest consistent with their
obligations to husband and family. These black women had come to
desire both the conventional and unconventional facets of the "feminine
role." Past socialization and other experiences had primed these black
women to not only look for an acceptable spouse, but to cultivate their
own potentials. The profile that appeared of this person was one who
desires to neither follow career interest that might be injurious to
family goals nor to minimize her own career goals. Fleming concluded,
that any woman who purposes or expects to satisfy both "inner-directed"
en, "Statuses of Black Women," p. 37.
2,-Simon, Clark and Galway, "The Woman Ph.D., pp. 221-236.
-53-
and "family" goals is bound to experience conflicts. A primary result
of these conflicts, especially among women doctorates, is that many of
these females are reticent for males to learn just how intellectually
2
capable they really are.
Yet, Heaston found the black female lawyers and physicians in her
study did not experience the "role-conflict" said to occur among white
female professionals. These women perceived no dissonance in their
roles as black, female and professional. Heaston's subjects had,
reportedly, resolved conflicts arising from their career choice demands
3
and family.
Weston and Mednick's findings were similar to those of Heaston's.
Firstly, their findings suggested that achievement or "success" in
"intellectually competitive" circumstances did not stimulate comparable
fear, as found in white women, in their black college female sample.
This outcome was probably related, as explained by the researchers, to
this culture placing black females in more predominate roles than the
roles ascribed to black men or white women. Western and Mednick
reported that a "successful" black woman was perceived by black men as
appealing and an "economic asset" rather than threatening. Thus,
for these females, occupational and educational attainment might not
Jacqueline Fleming, "Fear of Success in Black Male and Female
Graduate Students: A Pilot Study," Psychology of Women Quarterly,
vol. 6, no. 3 (Spring 1982):338.
Anderson, "Sex-Role Factors and Graduate School," p. 25.
3Heaston, "Selected Role Perceptions," p. 4352-A.
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lead to ostracization or rejection.
Murray and Mednick concluded from their study that black women's
behavior, in some achievement-related spheres, may be anticipated from
conventional role considerations but individual differences must also
be accounted for. Three possible scenarios are discussed: first, the
black woman who desires to be feminine in the conventionally sense,
yet who acknowledges a negative perception of herself, may be constrained
in her achievement pursuits; second, the woman who acknowledges the
"sterotypic" role of the black woman and rejects the conventional
feminine one "may exhibit high achievement" in fields considered
masculine; and lastly, if the perception was acknowledged that black
women were responsible for the emasculation of the black man, then the
acceptance of the superwoman role might lead to "low aspirations and
2
achievement."
The literature is abounded with studies attesting to the matriarchal
influence on the black female's easy adoption to the "world of work"
and her "unusual motivational asserts" applicable to the job market.
Yet, the more recent research on the motive to achieve in black women
appears to conclude that she is more similar than dissimilar to white
Peter J. Weston and Martha T. S. Mednick, "Race, Social Class
and the Motive to Avoid Success in Women," Women and Achievement, edited
by Martha T. S. Mednick et al (Washington, D. C: Hemisphere Publishing
Corporation, 1975), p. 237.
2Saundra Murray and Martha Mednick, "Black Women's Achievement
Orientation: Motivational and Cognitive Factors," Psychology of Women
Quarterly, vol. 1, no. 3 (Spring 1977):247-248.
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females in the internalization of traditionally feminine values
relative to educational attainment and career goals.
Managerial and Leadership Styles
Jewel Jackson McCabe reported to a group of black professional
women that, "there is one area in which black women have been able to
2
achieve and that is in terms of leadership."
Place and Plummer asserted that a certain combination of personality
qualifications and motivations is needed for leadership. The personality
qualifications are curiosity, vision, self-confidence, venturesomeness
3
and judgement.
McCabe1s speech also stated that,
People are beginning to ask why is it that black women are
able to develop leadership. The answer is quite simple:
Who are the people that are the most stable forces within
our communities, who go to the polls in greater numbers,
who organize and unite for service for their community and
who are politically active? When we analyze, we find our
answer is overwhelming black women.4
Owen's research concluded that professional black females, relative
to white females, were not only significantly more comfortable in
leadership positions, but were more liable to maintain or assert their
Gurin and Pruitt, "Counseling Implications," p. 98; Gurin and
Gaylord, "Educational and Occupational Goals," pp. 10-16; and Allen,
"Family Roles," p. 683.
2Jewel Jackson McCabe, "Black Women - Meeting Today's Challenges,"
The Crisis, vol. 90, no. 6 (262) (June/July 1983):12.
Place and Plummer, Women in Management, p. 98.
4McCabe, "Black Women - Meeting Today's Challenges," p. 12.
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own ideas in the organizational decision-making process.
Yet, Jones and Welch's review of the literature led them to
conclude that a class of people cannot acquire "leadership ability"
when they have been assigned to "powerless positions." The authors
stated,
Various studies pertaining to the "corporate structure"
suggested that the socialization process of males equipped
them to take on administrative and managerial roles, while
the same process trained women to fill more traditionally
labelled roles. Negative self-images had resulted in
women from these role assignments. The black female
professional in the United States has suffered from "twin
barriers" of racial and sexual discrimination.2
Although the barriers outlined by Jones and Welch are part and parcel
of the black female professional's reality, an examination of their
status of managerial and leadership roles continues.
Place and Plummer stated that managers need to acquire "leadership
characteristics," since these individuals direct resources and
production in their areas of supervision. The authors conceded that
some management research draws a dichotomy between management and leader
ship because of the linguistic origins of the two words. Place and
Plummer thought that it was more useful and practical to utilize these
words synonymously because of an overlap in their usage. A manager is
Evelyn J. Owens, "A Comparative Study of Environment and Social
Factors in the Respective Backgrounds of Black and White Women of
Achievement" (Doctorate dissertation, University of San Francisco, 1982),
Dissertation Abstracts International, vol. 44, no. 3, August 1983, p. 597A.
2Joyce Jones and Olga Welch, "The Professional Black Woman: Psycho
logical Consequences of Social and Educational Inequities upon* the
Achievement of High-Status Careers in Leadership Positions," Journal of
National Association Of Women Deans, Administrators and •Counselors
(Winter 1979):30.
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usually the individual behind the initiative of business while leader
ship in most professions or businesses connotes "initiative" in building
and maintaining an organization.
The literature tended to treat management and leadership styles in
a synonymous fashion, although a leader is viewed as operating on a
higher level, "an effective manager will anticipate the results of his
or her decisions in advance. But a leader must also balance matters
2
of personality with matters of fact."
According to Place and Plummer, "leadership roles require assertive-
ness." Women have found it necessary to acquire more and more assertive
traits as they have assumed leadership roles in government and industry.
Women have been socialized from early childhood that certain behaviors
are appropriate for them. The primary concern of women entering leader
ship positions is unlearning values and subsequent behaviors internalized
during childhood. In the conventional sense, assertiveness is thought
to be a masculine characteristic. Many women, if they become assertive,
harbor anxieties about the loss of their femininity.
The selection of a style of leadership can be a difficult process,
and indeed it is a process because the individual is directed towards
growth through trial and error and through the making of successful
decisions.
Place and Plummer, Women in Management, p. 98.
2Patricia A. Jones, "What It Takes to Be the Boss," Black Enterprise,
vol. 16, no. 5 (December 1985):69.
3Place and Plummer, Women in Management, p. 51.
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Jones has dichotomized or delineated three basic management styles;
first, the participative or situational type who deals more with
"individual situations" and personalities; second, the authoritative
or dictatorial type who operates in a strict or dogmatic manner; and
lastly, the humanitarian who deals with people on a considerate and
compassionate level. Jones asserted that,
It is unrealistic, however, to think that one method of
management is all that's needed to manage effectively. It
is important that the management style chosen fits your
personality, and once chosen, be consistent.2
Brophy interviewed various "movers and shakers" in the American
corporate structure and reviewed the literature. She found that
extended work hours are not necessarily correlated with high salaries
or success. Working overtime, to many management executives and experts
connoted poor organizational skills, incompetence or low productivity
during regular work hours. "Competent people work the shortest hours,
especially at the executive level. A good leader delegates and goes
home."3
The author stated that management skills are not acquired at
birth. These skills were found to involve the organizations of
resources, decision making, and influencing others to produce results.
Managers determine and delegate responsibilities, form policies, are
1 Jones, "WhatltTake to Be the Boss," p. 69.
2Ibid.
3Beth Brophy, "Workaholics Beware: Long Hours May Not Pay," U. S.
News and World Report (April 17, 1986):60.
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accountable for decision making in all spheres of the organization,
motivate subordinates, plan and control events and evaluation of
results. "Different characteristics and abilities come into play in
different types of organizations and at different levels."^-
The duties or responsibilities of the manager are multitudinous,
. . . but knowing how to explain flaws in a staff member's
work is only one of the duties of a manager. Others
include disciplining or rewarding an employee, evaluating
performance and maintaining communication with upper
management. It's a difficult juggling act that demands
firmness, patience and compassion. . . ."2
Allen's review of the literature noted that access into
professional careers for black females is limited to a very minute
percentage of this group.3 Reid's statistical data appeared to show
that black women are in managerial and administrative positions to a
greater degree than black men, 5.2 percent as compared to 3.2 percent,
4
respectively.
The Carnegie Commission on Higher Education found that,
Although blacks of both sexes were represented on faculties
in much smaller proportions as a whole, black women formed
a considerably larger percentage of all women faculty members
than did black men of male faculty members.5
Place and Place, Women in Management, p. 93.
2Jones, "What It Takes to Be the Boss, p. 68.
3Allen, "Statuses of Black Women," p. 28.
4Reid, "Black America in the 80s," p. 28.
5Carnegie Commission on Higher Education, Women in Higher Education
(New York: McGraw-Hill Book Company, 1977), p. 114.
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This observation was rather misleading, although probably accurate.
Research supported the contention that black women had, to date,
participated in the work force to a greater degree than white women,
but not to the extent that black men had. It is deemed important to
make a delineation not only between race, but sex as well, when using
labor market data.
Collier and Williams alluded to this situation with the following
statements:
The comparisons being made are between the labor force
participation of black males relative to white males and
black females relative to white females. This distinction
is rarely made (even by academicians), and it is precisely
the failure to underscore the fact that such conclusions
are based on comparisons within the same-sex groupings that
has contributed to the distortion.l
To reinforce this statement, "The earnings of black males, however,
p
have been historically higher than that of black females."
Mosley countered previously articulated assertions and statistics
with the following statement:
Black female administrators in white academe are an
endangered species. They are still tokens in higher
education. Black women, where they are respresented, are
most often in peripheral positions to the policy and
decision-making core of higher education.3
Collier and Williams, "Economic Stature of the Black Male," pp. 492-
493.
2Ibid.
Myrtis H. Mosley, "Black Women Administrators in Higher Education:
An Endangered Species," Journal of Black Studies, vol. 10, no. 3
(March 1980):296.
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In this culture, leaders are usually selected from the "ranks" of
education. These leaders are sought to improve the "quality of life"
for the masses.
Hoskins found that white administrators have customarily come up
through the ranks from faculty positions in their ascendency to upper
level administrative post, i.e., deanships, vice-presidencies and
presidencies. A majority of black faculty and administrators, however,
had only been recruited quite recently to predominately white institu
tions, due to varied reasons, therefore, their ascent up the "admini
strative ladder" was distinctly different from that of their white
2
counterparts.
Black women have been doubly affected by the phenomenon of racial
and sexual discrimination in the area of administration, according to
Jones and Welch. Routinely, both white females and blacks have been
denied leadership positions on the basis of imputed traits, leaving
the perception that they could not fill any meaningfully "powerful"
position in society.
Traditionally, black and white women have not attained the needed
educational credentials for entrance into leadership positions. Many
top industry executives and leaders have doctorates or professional
1Jo Anne Hecker, "American Graduate Education: From Reverence
to Relevance," Intellect (April 1976):505.
2Robert L. Hoskins, Black Administrators in Higher Education," p. 2.
3Jones and Welch, "The Professional Black Woman," pp. 30-31.
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degrees, i.e., J.D.'s, M.S. in engineering. Professionally oriented
women will find it quite difficult to enter upper level management posts
without the necessary educational background.
Smith felt in conducting her study of "Black Female Achievers
in Academe" that:
It is indeed fitting that this yearbook focuses on black
women because they have been all but omitted from considera
tion as a separate group in studies of administrators and
faculty in institutions of higher education. Such studies
if concerned at all with the racial/ethnic and sex distri
bution of such personnel have covered minorities usually
without specific attention to black women.2
A noted sociologist articulated that academic women have not been
especially outstanding in the "administrative channel" for advancement
in tertiary education.3 "The sheer paucity of black women among the
faculty and administration in colleges and universities tends to force
4
black women into a small, isolated community."
A review of the situation from the Carnegie Commission on Higher
Education disclosed that this dilemma not only affects black women but
women in general.
If women are thinly represented on faculties, especially
in traditionally male fields, they are so rarely repre
sented in top academic administrative positions as to be
practically nonexistent in the upper echelons.5
ipiace and Plummer, Women in Management, p. 70.
2Hopson-Smith, "Black Female Achievers," p. 318.
Bernard, Academic Women, p. 179.
4Carroll, "Three's a Crowd," p. 178.
The Carnegie Commission, p. 123.
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For example, the number of women that have attained full professor
ships in Georgia's public and private institutions of higher education
is indeed abysmal. Of the 1,103 full professors at the University of
Georgia, Emory University, Georgia State University, and Georgia
Institute of Technology, only 73 or approximately seven percent are
females. The demise of women in leadership positions appeared to have
been exacerbated by many variables including the downgrading or
elimination of deal of women posts.2
Tidball's study disclosed even more alarming information for black
and white women faculty and administrators in higher education. The
rate of hiring and positions held by women in coeducational and women's
colleges has actually decreased (in women's colleges by 50 percent or
more).
According to Carroll,
There is no more isolated subgroups in academe than black
women. They have neither race nor sex in common with white
males who dominate the decision-making stratum of academe:
black males in academe at least share with white males
their predominance over women. Even in black educational
agencies and institutions, there is a disproportionately
greater number of black males than black females in
important positions.4
nay lyoo, p. 4-C.
Trail Men in College Pay," The Atlanta Journal.
a *• Jzabeth Tidbali, "Perspective on Academic Women and Affirmative
Actions (Speech presented at the Annual Meeting of the American
Association for the Advancement of Science, Section of Education,
December 27, 1972), Washington, D. C, pp. 130-131 of the proceedings.
4
Carroll, "Three's a Crowd," p. 177.
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Hoskins also noted that more black males were found in administrative
positions in institutions of higher education to a greater extent than
black females. Atlanta University, which has a greater female to male
ratio of doctorate recipients, can be used as a case in point. At this
time, there is not one policy influencing black female doctorate holders
in an upper level administrative post other than the Deans of the Schools
of Library Science and Business. It is a sad indictment indeed, that
with the quality and quantity of Atlanta University doctoral graduates
that are female, not one is felt sufficiently capable of holding a vice-
presidency or presidency.
The nationally known scientist, Dr. Jewell Plummer Cobb, related
to Carol Smith in her account of black female achievers,
The black colleges, even those for women, have not been known
for selecting female administrators. She feels certain,
however, that sexism operates in all institutions of higher
education.3
It is further disheartening for the black female doctorate holder
to learn that another imminent black female educator, Dr. Gloria Scott,
Also feels that she was a victim of sexism. For example,
she recalled that at age 28, she applied for the presidency
of a historically black college and felt that as the most
qualified applicant, she would be offered the position.
She believes that the decision not to hire here was related
to sex bias on the part of the males on selection committees
who saw her as a threat.4
iHoskins, Black Administrators in Higher Education, p. 45.
Guilford and Synder, Ph.D.'s in the Seventies, p. 133.
3Hopson-Smith, "Black Female Achievers," p. 325.
4Ibid.
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Hoskins noted that black college administrators have customarily
been found at historically black institutions and their scarcity in
the administrative ranks on dominant campuses has not allowed scientific
observations of their "ascension pattern."
Mosley concurred that black women have functioned as administrators
for many years and held leadership posts, i.e., "founders, presidents,
deans and department chairs," at historically black institutions.
Black female and administrators in white academia are "invisible beings."
Their status in higher education is a reflection of their
status on the national scene - at the bottom. They are
isolated, and their academic opportunities are limited
by barriers that have nothing to do with their prepara
tion, qualifications or competency.2
So it becomes apparent that the situation at Atlanta University,
at present, is no anomaly or abberation because there was not one black
female earned doctorate holder at the helm of a historically black
3
institution as of February 1986.
Swann and Witty observed, from the literature, that for women in
academia, their presence decreased significantly as the value of the
position increased. Women are minimally appointed to position of
power, i.e., finance directors, vice-presidents of development or
4.
academic affairs or president.
Joskins, Black Administrators in Higher Education, pp. 6-7.
2Mosley, "Black Women Administrators," p. 306.
3Ebony, vol. XLI, no. 4 (February 1986):108-115.
4Swann and Witty, "Black Colleges and Universities," p. 261.
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Th is situation is prevalent throughout the literature,
Yet we find that relatively few black women have made it
to the top in terms of holding the highest administrative
positions in our colleges and universities or in relevant
associations or governmental post.*
The misconception appeared to be operating, as fact, among many black
males and uninformed black females that black females hold a greater
number of professional positions than black males. This supposition
can be accepted only if we can assume that professional black females
remain in entry level professional or secretarial slots throughout
their work life. The overwhelming facts remain clear, black women are
plagued, not only by racial constraints but sexual constraints as well,
in their pursuit of academic and occupational excellence. Black females
have few, if any, role models with whom they can identify. In this
researcher's ten-year pursuit of the doctoral degree, from the baccalau
reate degree level to the present, only three black female doctorate
holders have been present in the classroom millieu and only two in
upper level administrative positions, i.e., Ex-Vice-President of
Development at Tuskegee University (Dr. Velma Blackwell) and Ex-Vice-
President of Finance at Atlanta University (Dr. Marie Reid).
Hoskins's research revealed that black male and female admini
strators in the academics are usually found in positions that deal
with black and other minority affairs. Many students and interested
^•Hopson-Smith, "Black Female Achievers," p. 320.
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others see these positions as ineffectual, powerless and far from the
core of decision making.
Carroll stated,
The great majority of their professors are white men,
or if they take black studies courses, black men.
Rarely do they see black women in responsible academic
or administrative positions. . . .2
A substantial number of research studies appeared to be at
great odds with Bock's out-moded supposition that, "in comparison with
Negro males, Negro females have a greater chance of entering and
remaining in professional occupations." It becomes evident that
black women must look to themselves or other outside academia for
encouragement or support in order to succeed in academia or the
occupational world.
Wright's findings suggested that black women emphasized "individual
action" and independence as measures of self-esteem opposed to those
behaviors or beliefs valued or displayed by their white counterpart.
Black women have been imbued with tales concerning their inferior
status yet have managed to sustain themselves and flourish. Smith
Joskins, Black Administrators in Higher Education, p. 2.
2Carroll, "Three's a Crowd," p. 178.
3Bock, "Farmer's Daughter Effect," p. 19.
4M. Wright, "Self-Concept and the Coping Process of Black Under
graduate Women at a Predominantly White University" (Ph.D. Dissertation,
University of Michigan, 1975).
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found in her study of several black female doctorate holders that these
individuals, "became aware of their potential during their formative
years."
Although the credentials and educational attainment of black
females have not been acknowledged or materially manifested through
upper level administrative positions, they have continued to strive,
in spite of neglect. Not only must black women cope with the lack of
models and peer and professional acknowledgement, but Carroll stated,
Black females feel that their educational advancement
opportunities are restricted. There are overwhelming
obstacles to their future in academia and a "built-in
isolation" in this career choice. Black female doctorates,
unlike black or white men, are rarely selected for
"apprenticeships to male 'people developers.'" Few role
models or advocates exist to assist or encourage their
development. Black female administrators have had to
develop on their own with little or no help from signi
ficant others to survive in academia.2
Place and Plummer acknowledged that career planning would be less
difficult for professionally oriented women if they had role models to
emulate. Knowledgeable, experienced individuals serving as mentors
could certainly aid the career advancement for females.
It would appear that not only have black men not helped in the
development of necessary skills for the black females in academia,
but the respondents in Mosley's survey felt that black men in black
lHopson-Smith, "Black Female Achievers," p. 340.
-Carroll, "Three's a Crowd," p. 177.
3Place and Plummer, Women in Management, pp. 122-124.
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administrative organizations have also been obstacles. These
hinderances or barriers to development were evidenced by exclusion of
black females from organizational policy-making sessions, not crediting
these individuals for ideas and general lack of management and acceptance
of ideas by black male peers.
When the black female has been able to attain high level admini
strative positions in tertiary education, she has proven herself to
be an adept leader.
A look at the leadership styles of these administrators
showed that most of the women saw themselves as democratic,
assertive, and aggressive leaders, not as follows. Their
female models or admirers were such dominant women as
Barbara Jordan, Shirley Chisholm, Mary McCleod Bethune
and Angela Davis, in that order. The selection of these
activists gives us some insight into the makeup of black
female administrators.2
The black female educational administrators in Lewis's study were
not found to be characterized by a one-dimensional career path or
model. Several common experiences or patterns in their career develop
ment were: an acute achievement need; nurturing family background;
stress placed on education; and a continuous work history.
The subjects in Mosley's survey felt that, "A problem frequently
faced by black administrators is getting access to information to do
, "Black Women Administrators," p. 304.
2Ibid., p. 305.
3Brenda Lewis, Ph.D., "Black Female Administrators in Academia:
A Descriptive Analysis of Their Career Development and Use of Mentors"
(Doctoral dissertation, The Ohio State University, 1985), Dissertation
Abstracts International, vol. 46, no. 6, September 1985, p. 570-A.
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a job effectively." She added further that while a majority of the
respondents did have means of garnering this information, several
indicated problems in gaining entree into the "good old boys'" network
to gather information needed to perform their duties in a suitable
manner.
Pinkstaff and Wilkinson described the good-old-boy network as
being a "vital support system" that males had organized and maintained
for themselves over the years. Not only did this network involve their
current work setting but their contacts in other related professions
as well. The authors stated that these contacts might be formed and
maintained through memberships in country clubs, professional societies
or even on the tennis court. Women, as explained by Pinkstaff and
Wilkinson, are not allowed to break into this network directly but
3
can indirectly tap certain of its resources.
One other problem area, according to Mosley,
". . . is that of control of finances or budgets in one's
own area of responsibility. One-third of these admini
strators had no say in budgetary decisions. Others
reported limited responsibility. Still others stated that
on paper they were responsible, but were thwarted when
they tried to act."4
Not only did a third of these respondents feel they had little or no
impact, even in their own sphere of influence, but also felt that
Mosley, "Black Women Administrators," p. 307.
2Ibid.
3Pinkstaff and Wilkinson, Women at Work, p. 106.
Mosley, "Black Women Administrators," p. 307.
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black men saw them as "not having any real power" and further undermined
their positions by going to white men when they needed something
falling under the auspices of the black female administrator.
Mosley reported that a majority of black female administrators
in her study felt that they served more as "enforces of the rules"
2
rather than as agents for change. The ability to be agent for change,
to influence decisions regarding institutional changes in policy and
control of budgetary affairs appeared to further dichotomize the role
of a leader as opposed to the role of the manager who merely attempts
to find ways of meeting institutional goals.
A sense of general responsibility pervaded the term management
leadership and superseded private gain or opportunitism. This leader
ship spirit called for organizing, molding and developing a group of
individuals. Teaching, futuristic projections, observation and
analysis of organizational output are qualities of the genuine leader.
Jones concluded:
Focusing on objectives, with a coherent way of reaching
them is the task of the manager. Regardless of the manage
ment style used to get there, as long as the goal is
achieved, you are an effective manager.4
The manager, in essence, plans, organizes and controls organizational
objectives to achieve projected results. This individual plans to
llbid., p. 304.
2Ibid., p. 307.
Place and Plummer, Women in Management, p. 98.
4Jones, "What It Takes to Be the Boss," p. 72.
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explicate schedules, goals and procedures. He organizes the work of a
department, while allowing professional autonomy among employees.
Furthermore, he sets restraints to determine that goals are achieved.
"Managers who do not get satisfactory results are replaced."
Carroll noted that, although many institutions of higher learning
have "stepped up" the hiring of black women, those hired have usually
been placed in clerical/secretarial positions, Afro-American and
minority studies programs, and, rarely, in lower-level administrative
posts. She felt that no real changes had taken place. It is true
that blacks and minorities have made gains but the individuals benefit-
2
ting most from this progress have been white women and black men.
Affirmative action programs appear to be the only solution to
remedying the absence of black females in decision-making positions
in higher education and the world of work. Even this solution is very
dubiously viewed in light of the present Reagan administration's
attitude towards blacks and other minorities.
Arnez's survey of selected black female public school superin
tendents ascertained that although women constitute a majority of
teachers in American public education, they are not being utilized
in educational administrative positions. Most school administrators
have routinely been men. Affirmative action programs, instituted during
the '60s and '70s, have stimulated little change in the existing state
and Plummer, Women in Management, p. 94.
2Carroll, "Three's a Crowd," p. 179.
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of affairs. In concurrence with Tidbali, Arnez stated that if any
change has taken place, it has been the decrease of women in leadership
positions due to declining school enrollments and budget cuts. These
negative occurrences for women have resulted in a majority of high
level school leadership positions still being held by males. Despite
being victimized by sexual and racial barriers and the empty promises
of affirmative action, black female doctorates and near doctorates have
made significant contributions to education in top-level administrative
posts.
To summarize, although there are many pitfalls and barriers and
little support of highly educated black females in administrative
positions, whether in academia or industry, these women, by sheer
determination, strong need to achieve and solid family backgrounds
continue to fight the vestiges of ignorance, sexism and racism to reach
their individually perceived "pot of gold."
Professional Recognition
Consideration will now be given to the "accolades" that black
females are receiving in higher education. This academic attention
or praise will be manifested in the form of professional recognition
afforded these individuals.2 McCable stated that, "Black women continue
to receive accolades, and they predominate over black men in numbers
Nancy Arnez, "Selected Black Female Superintendents in Public
School Systems," Journal of Negro Education, vol. 51, no. 3 (1983):309.
Simon, Clark and Galway, "The Woman Ph.D.," p. 366.
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at institutions of higher learning."
Professional recognition, as defined by Bernard, included: peer
recognition and praise, citations of research, election to professional
and honorary societies and offices held in these organizations, and
o
becoming "names." Professional recognition will include, but not be
limited to, the receipt of postdoctoral fellowships, memberships in
honorary societies and offices/committee memberships held in state and
3
national level professional organizations.
Astin felt that a postdoctoral fellowship illustrated one type
of reward for academicians in that it is customarily conferred on the
basis of unusal "academic achievement" and its receipt may be regarded
as placing the individual into an "elite" segment of academia with
"respect to scientific and scholarly promise."
Nies revealed that,
Fellowships serve four hidden functions: First, they come
to function as professional credentials in themselves.
Second, they provide educational experiences often avail
able in no other way. Third, they provide professional
and political contacts, exposure and access to profes
sional channels that might not be otherwise available or
that would take years to develop on an individual basis.
And fourth, they serve as a channel for transmitting
professional values.5
iMcCabe, "Black Women - Meeting Today's Challenges," p. 11.
2
Bernard, Academic Women, p. 178.
3Simon, Clark and Gal way, "The Woman Ph.D.," pp. 366-368.
Astin, Woman Doctorate in America, p. 77.
Judith Nies, "Fellowship and Women" (Research presented at the
AAUW Conference on the Graduate and Professional Education of Women,
sponsored by the AAUQ, May 9-10, 1974), p. 34 of the proceedings.
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Unfortunately, the postdoctoral fellowship, while an invaluable
experience for the doctorate recipient, appears to be underutilized
not only for black females, but for females in general. The research
tended to concur that the numbers of black females and females are
quite low in terms of participation in postdoctoral fellowships.
Guilford and Synder's survey reported that only 3.9 percent of the
black female doctoral degree recipients interviewed had definite post
doctoral study plans, while only 3.0 percent were seeking postdoctorate
study positions.1 This minute figure, relative to all males, appeared
to be supported by Tidball's findings that of all American women, only
three percent receive postdoctoral opportunities. Nies additionally
stated that:
While money is important, fellowships have holdover character
istics significant far beyond the actual year or time period
of the monetary award. In a competitive job market, the fact
of having been a certain type of fellow—a Guggenhiem, for
instance, as a Rhodes Scholar—becomes, in itself, a profes
sional qualification. Insofar as women are discriminated
against or are outside the network of recipients in presti
gious fellowship programs, they become less qualified in the
job market, even though they may hold equivalent degrees and
professional training.3
Astin's research supported the salience attached to the receipt
of a postdoctoral fellowship. Employers were noted not only to compete
Guilford and Synder, Ph.D.'s in the Seventies, pp. 60-62.
2Elizabeth Tidball, "Women Role Models in Higher Education
(Research presented to the AAUW Conference on the Graduate and
Professional Education of Women, sponsored at the AAUW, May 9-10, 1974),
p. 58 of the preceedings.
3Nies, "Fellowships and Women," p. 69.
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for these individuals, but to seek them out as well. This reasoning
was offered for the postdoctoral fellow being more occupationally
mobile than the doctorate that had not received this training.
Tobin's study disclosed that the majority or 82.2 percent of his
respondents had not been the recipient of a postdoctoral fellowship.
Interestingly enough, of those received, most were in the field of
education. His explanation for the small number of black female
doctorates receiving fellowships was that historically black institu
tions have placed greater emphasis on their teaching mission and less
2
on research.
Astin's findings reported that women in education are the least
likely to receive postdoctoral fellowships, while women in biology are
the most likely to receive them. Simon and associates stated that
4
being awarded a fellowship is a "sign" of recognition.
The authors observed that married female doctorate holders are
more likely than unmarried female doctorates to be recipients of post
doctoral fellowships due, in large part, to employment difficulties and
institutional antinepotism rules.
Astin, Woman Doctorate in America, p. 69.
o
Tobin, Black Female Ph.D., p. 84.
3
Astin, Woman Doctorate in America, p. 69.
Simon, Clark and Galway, "The Woman Ph.D.," p. 366.
51 b i d.
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Martin related that many faculty wives find themselves unemployed
and "homebound" because of three factors: 1) the mobility of individuals
in higher education; 2) antinepotism regulation; and 3) basically
because many colleges and universities are located in relatively small
towns.
The most viable alternative for the female doctorate or near
doctorate holder, in lieu of suitable academic employment or remaining
unemployed, might be the postdoctoral fellowship. It has been shown,
statistically, that women apply for fellowships in low numbers and
received them in even lower numbers. It has also been shown that for
the lower level fellowship (Fullbright Graduate Fellowship) women tend
to do better (receive 20 percent of the total awarded). But for the
Fullbright Doctoral and Postdoctoral Fellowships, women fared rather
poorly, only accounting for two percent to four percent of those
2
received.
In terms of employment, women who had been awarded postdoctoral
fellowships or held doctoral assistantships were more likely to be
3
employed full-time later on in their careers.
According to Astin, married women tend to hold a higher percentage
distribution of teaching and research assistantships, scholarships and
^onna Martin, "The Wives of Academe," Change (Winter 1972):67.
2Nies, "Fellowships and Women," p. 35.
3Astin, Woman Doctorate in America, p. 69.
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fellowships than their single female doctoral colleagues. Although
married women seem to operate on a higher level in this respect, the
combined figures, for married and single female doctorates, were still
miniscule in comparison to those doctoral support services received
2
by men, especially white men.
Nies reported:
Fellowship administrators claim that few women are
in the fellowship programs because women simply don't
apply. This is true. But human nature being what it
is, women tend to apply where they can win.3
This researcher has no knowledge of her institution, Atlanta
University, publicizing in an oral or written medium, the existence
of predoctorai, doctoral, or postdoctoral fellowships or scholarships,
i.e., Danforth Fellowships, Woodrow Wilson Fellowships, although it had
prior knowledge of them. This action might tend to have a deleterious
effect on black female doctoral students and their ability, in the
future, to carry on needed research, remain in school or even attain
their academic and subsequent occupational goals.
Although it appears to be an no win situation for females in
general, and especially for black females, Judieth Nies asserted that
a federal billed passed during the early seventies, Title IX of the
^elen Astin, "Factors Affecting Women's Scholarly Productivity,"
The Higher Education of Women, edited by Helen S. Astin and Werner Z.
Hirsch (New York: Praeger Publishers, 1978), p. 142.
2Ibid., p. 143.
3Nies, "Fellowships and Women," p. 36.
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Higher Education Amendment Act, would at least induce the administrators
of fellowship programs to think about the bias built into their programs
and the low participation rate of women.
The only available reference on postdoctoral education tended to
treat the experience as the final bastion of male supremacy as evidenced
by such statements as:
"the attractiveness of the postdoctoral as a faculty
member in comparison to a man coming directly from
his Ph.D. has several components he is much
better able to get grant support. . . ."2
The review focus will now change to another form of professional
recognition, the receipt of honors, induction in honorary societies
and participation in professional organizations.
Women doctorates in education, who tend to be older than the
average female doctorate, also tend to receive a larger number of honors,
i.e., outstanding faculty member awards, listing of Who's Who, etc.
Simon found membership in an honorary society an ambigious
measure of professional recognition because a majority of doctoral
degree holders were inducted while students, therefore, membership in




National Academy of Sciences, The Invisible University/Post
doctoral Education in the United States (Washington, D. C: National
Academy of Sciences, 1969), pp. 179-181.
Astin, Woman Doctorate in America, p. 80.
4Simon, Clark and Galway, "The Woman Ph.D.," p. 366.
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Mosley determined from her survey that:
Historically barriers erected and maintained against
Blacks in professional organizations offer little help.
Recognition of this fact has caused Blacks and women to
create Blacks and women's caucuses as ways of seeing that
their needs are given some attention. Some new organi
zations, such as the Association of Black Psychologists
(a spinoff of the American Psychological Association),
have been formed as a protest against practices not felt
to be in the best interest of black members.1
Eighty-five percent of the respondents in Mosley's study belonged to
9
or were active in scholarly or professional organizations.
It is not clear whether black female doctoral degree holders in
Tobin's study held elected offices or committee memberships, as was the
case with Mosley's respondents, but approximately 86 percent had
attended and taken part in professional meetings. It would appear
that although these black female Ph.D.'s had, to a great extent,
participated in professional meetings, their participation had not been
manifested in the presentations of professional papers. Only six
percent had presented seven or more scholarly papers at professional
meetings. It appeared as if several factors impacted upon the
professional participatory patterns of black female Ph.D.'s other than
a lack of initiative or motivation.
, "Black Women Administrators," p. 302.
2Ibid., p. 299.
3Tobin, Black Female Ph.D., pp. 67-70.
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Simon and colleagues noted:
That a higher proportion of respondents (men and
women) in education is likely to be involved in
the activities of their professional organizations
than respondents in other fields.1
Men and married women are less likely to serve on committees and hold
offices in professional organizations than unmarried women. This
2
pattern occurred in education, as well as other fields. Bernard also
reported that the unmarried female doctorate participated and held
membership in a great deal more professional and scientific societies
3
than their married colleagues.
The authors accounted for this statistic, for unmarried women
(membership 37 percent and holding office 39 percent), by stating that
married women not only have professional responsibilities, but marital
and familial demands as well. In the prioritizing of marital and
professional duties, committee work was seen as the least essential
of all. They also indicated that committee work served a two-fold
purpose for the unmarried doctorate, that of filling "social needs"
in combination with meeting professional responsibilities.
Women in academia are more likely to receive professional recogni
tion comparable to the recognition received by male colleagues when
LSimon, Clark and Gal way, "The Woman Ph.D.," p. 368.
"Ibid., p. 369.
Bernard, Academic Women, p. 212.
^Simon, Clark and Galway, "The Woman Ph.D.," pp. 369-370.
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the acknowledgements are academic titles or posts rather than when the
compensation is based on financial remuneration on salaries.
To conclude, men in academia, even today, receive higher average
salaries than women faculty in Georgia's institutions of higher education,
i.e., Emory University rewards male full professors with approximately
$53,000 per annum, while paying female full professors only $43,000.
Professional Productivity
The review will now focus on the productivity level of black
female doctorates. Interestingly, Hecker indicated that less than
15 percent of doctorates publish after conferment of the degree.
Humorously, the author noted that these publications include "those
3
squeezing every ounce from their dissertations."
Astin alluded to the idea that the "quality" of the institution
of doctoral matriculation correlated with productivity, much more than
aptitude or interest. The author stated that the university attended
by the female doctorate influences her productivity. This influence
was explained by Astin to involve two primary factors. First, women
who tend to be drawn to "elite" and "competitive" colleges or
Alan E. Bayer and Helen Astin, "Sex Differences in Academic Rank
among Science Doctorates in Teaching," The Journal of Human Resources,
vol. Ill, no. 2 (1968):200.
2Ezell, "Women Trail Men," p. 4-C.
3Hecker, "American Graduate Education," p. 507.
Astin, Woman Doctorate in America, pp. 81-82.
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universities may be more research oriented and academically motivated
than other females, thus more productive occuDationally. Second, women
who attend these "elite" institutions are likely to emulate highly
productive faculty members.
Although these explanations appeared plausible, there might be
other factors which also impact upon the black female doctorate to
produce or not to produce. Not only did Astin make the assumption that
females attending "elite and competitive" institutions are more motivated
but also that this motivation gives these females an added impetus to
produce schlarly works and research. She also appeared to find evidence
that, in some instances, a mentor relationship takes place which further
motivates the doctorate to exceed standard expectations.
Lewis's study found that, "This research revealed that the black
female has not had the benefit of an all purpose mentor who (sic) she
gives primary credit for shaping and guiding her career," Carol Smith
gave further credence to Lewis's finding with, "Even today a young black
female who aspires to become a college or a university administrator must
diligently search to find a mentor who is also black and female."
Gilbert observed that female graduate students working with a
female faculty member might find a source of "affirmation" for their
professional aspirations and goals as well as encouragement. She
1
Astin, "Career Profiles of Women Doctorates," pp. 155-156.
2
Lewis, "Black Female Administrators," p. 570-A.
3Hopson-Smith, "Black Female Achievers," p. 320.
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felt women graduate students were no less achievement motivated than
their male colleagues but were more aware of the negative outcomes of
both academic and professional "success" for women. The researcher was
able to conclude that role models of the same sex were significant for
female graduate students if the values, life-styles and personal
attributes of each were similar.
The professional/student relationship or association was thought,
by Bernard, to aid in the student's academic socialization. She felt
that the graduate student-mentor relationship was of special signifi
cance. Bernard asserted that the graduate student-mentor association
carried implications for "success or the lack of it" for the students'
2
subsequent career goals. Pinkstaff and Wilkinson reported that
mentoring is vital and that the knowledge gained from this experience
cannot be acquired from any other source.
This researcher was quite fortunate in her early graduate school
experience to find such an individual. Dr. Fannie Richardson Cooley
Chairperson of the Graduate Counselor Education at Tuskegee University,
provided academic leadership, spiritual guidance and inspiration to
achieve the ultimate. This extremely intelligent and cultured black
female doctorate holder did not let a severe physical injury, that
Lucia A. Gilbert, "Dimensions of Same-Gender Student-Faculty Role-
Model Relationships," Sex Roles, vol. 12, nos. 1/2 (1985):114.
Bernard, Academic Women, p. 140.
3n-
Pinkstaff and Wilkinson, Women at Work, p. 51.
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occurred in her first doctoral program, deter her from striving to
attain the Ph.D. She merely used this barrier as a stepping stone. This
unusually highly motivated black woman served as an excellent example
that black women cannot only attain the Ph.D., against great odds, but
that they can also serve on national committees and hold offices on the
state and national levels for professional organizations, as well as be
prolific in their production of scholarly research.
Astin suggested that:
Traditionally, rank and salary in academe are based on
scholarly productivity rather than training, ability or
teaching effectiveness. The use of the publication
criterion is unfortunate for two reasons: (1) Despite
its quantifiability, the criterion is not particularly
appropriate for rewarding achievement in an educational
environment; teaching effectiveness would seem a far
better, even if more difficult to measure criterion;
(2) it affects women adversely, since they tend to
publish less and devote more time to teaching.1
The research suggested that teaching is the primary work activity
of a majority of female doctorates across all field, except for the
2
biological and physical sciences where research ranked highest.
In making a distinction between the role of men and women in
academia, Bernard reported that women traditionally have made their
contributions in the role of teachers. The functions of the teacher's
roles are "serving as an instrument of communication," dealing with the
3
elementary facet of the discipline and handling required course work.
in, "Career Profiles of Women Doctorates," p. 154.
o
Astin, The Women Doctorate in America, p. 75.
Bernard, Academic Women, pp. 114-118.
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The female doctorate is more apt to be employed at a four-year
college than an university; and, subsequently, to carry heavier teaching
assignments that leave little time for research, writing or publication.
In turn, funding organizations are less amendable to allocating research
monies to four-year colleges. These funds are usually diverted to
scholars at large universities. Adding to the possible inappropriate-
ness of "scholarly productivity" as a gauge for possible rank and salary
levels are other considerations for the black female doctoral student
and degree holder.
Mosley set forth the notion that:
In addition to the credential ing and certificating
of higher education, one is expected to do research,
to publish and to keep up with developments to one's
field by belonging to and participating in professional
organizations and meetings. Even though these require
ments are more stringently enforced for faculty members
in the tenure tract, Blacks on the whole, have not been
provided with the same publishing opportunities as
whites for a variety of reasons, many having to do with
institutional racist policies that deny Blacks access
to the publishing medium.2
Astin revealed that for women doctorate in education, admini-
3
strative responsibilities were ranked second after teaching duties.
The review disclosed earlier that blacks and women tend to cluster
in education as a doctorate field choice. Therefore, the reasons
became apparent why the publication rate for black female doctorate
Astin, "Career Profiles of Women Doctorates," p. 156.
2Mosley, "Black Women Administrators," p. 298.
3Astin, Woman Doctorate in America, p. 73.
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is especially low, first teaching duties and second administrative
responsibilities.
The indivduals in Mosely's study felt that, in addition to admini
strative or teaching duties, they were required to be the resident "nigger
expert" without released time or additional resources to complete them.
Black females get extra duty because they could fulfill two requirements:
the need for a woman and the need for a black. "In many cases, where
tenure is involved, Blacks are penalized for not publishing and therefore
2
lose their jobs because they do not have time to publish.
Bernard succinctly asserted that it is not quite valid to compare
the "productivity" of academicians in the humanities, i.e., history,
with doctorates in the natural sciences, i.e., chemistry, since
historians have a low productivity rate compared to that of chemists.
Astin noted;
When we examine the productivity of women doctorates
in general, as compared to academic women, we observe that
the former had published an average of four to five
articles, that 75 percent had published at least one, and
that 13 percent had published eleven or more. Natural
scientists were the most productive, 92 percent having
published at least once, and 24 percent having eleven
or more articles to their credit. Moreover, those in
academic settings appear to be slightly more productive
than those in other work settings.4
Mosley, "Black Women Administrators," p. 298.
2Ibid.
Bernard, Academic Women, p. 147.
Astin, "Career Profiles of Women Doctorates," pp. 154-155.
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Additiemaily, women doctoral level biological scientists are more
prolific, using articles written as an index, compared with other women
doctorates across all fields.1 Yet, the literature revealed that an
examination of measures of productivity, books versus articles, women
in the humanities and arts are more profilic than other female
2
doctorates across all fields.
Simon and associates found the number of books published as sole
or senior author and number of articles published to be the two most
direct assessments of productivity. Although the above measures of
productivity appeared to be the more accurate, receipt of a research
grant in one's own name and consultation work were also used to assess
productivity.
Tobin stated that aside from the relatively low number of books
and articles published, and presentations of scholarly papers by the
subjects in his study, a significantly higher number of individuals
4
had participated in the writing of proposals and receiving funding.
Although blacks reported have not been afforded the same
opportunities to publish as their white colleagues, the black women
in Mosley's study appeared to be rather active. Of the 120 total
respondents, 42 percent reported presenting scholarly papers in state
^•Bernard, Academic Women, pp. 147-148.
2Astin, "Career Profiles of Women Doctorates," p. 156.
3Simon, Clark and Galway, "The Woman Ph.D.," p. 364.
4Tobin, Black Female Ph.D., p. 69.
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and national meetings during the preceding three years, 13 had edited
15 books or monographs, 18 had shared the authorship of 20 articles
or scholarly papers, while 38 women had written 167 articles or
scholarly papers. "Fifty-one percent were involved in professional
activities that, hopefully, would lead to publication."1
Interestingly, Bernard assessed the personality traits of "high-
producers." They were reported not only to organize their lives around
work but "productivity" became an alternative life-style. Adjectives
used to describe these individuals were: "ambitious," "driven,"
"curious," and the like.2 Across all fields, unmarried women are less
likely to publish than married women.3
In Tobin's study of black female Ph.D.'s, he found that the
individuals employed by predominately black institutions, with a
historical thrust towards mechanical and agricultural sciences,
encountered fewer experiences in which stress was placed on publishing
and research. Therefore, it appeared congruent that most of the subjects
in this study had neither published articles or books.4
It must be noted that the historically black institutions used by
Tobin to draw his sample were state supported institutions. It must be
clarified that Tuskegee University, a private historically black
Mosley, "Black Women Administrators," p. 298.
2
Bernard, Academic Women, p. 156.
Simon, Clark and Galway, "The Woman Ph.D.," p. 365.
Tobin> The Black Female Ph.D.. pp. 68-69.
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institution,according to the Tuskegee University Alumni Newsletter,is
noted for its research innovations in engineering, veterinary science,
agriculture and many other areas as evidence by its solid financial
base and number of private and governmental grants awarded.
To aid in alleviating the "Brain Drain" from historically black
institutions, Mommsen felt that these schools should attempt to emulate
the larger historically white institutions through increased "profes
sional ization," which incorporates research and the support of research,
papers of a scholarly nature, publications, books, and professional
organizations. He pointed out these areas of concern for the black
2
doctorate holder in choosing a place of employment. The research
tended to show that black female doctorate holders are not as research
oriented., and, therefore, not as prone, as other colleagues to publish
books or articles.
Summary of the Review of the Literature
The doctorate is considered to be a pass-key to many positions in
the private sector, church and government. For higher education and
administrative posts in elementary and secondary education, the
doctorate is all but a prerequisite for entry.
^Tuskegee University Alumni Newsletter, Winter 1986.
2Kent G. Mommsen, "Professionalism and the Racial Context of
Career Patterns among Black American Doctorates: A Note on the 'Brain
Drain1 Hypothesis," Journal of Negro Education, vol. 42 (Spring 1973):
191-204.
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Black Ph.D.'s, inclusive of females, have tended to come from the
southern United States. The educational levels of their parents were
found to be generally higher than that of the general public, while
the educational levels of parents of black female Ph.D.'s were reported
to be higher than that of black males. The average age is approximately
40 years old upon conferment of the doctorate. Blacks tended to
matericulate and receive baccalaureate degrees from historically black
institutions and usually took about 13 years to attain the doctorate
after receipt of the baccalaureate. There is a point of contention,
in the research, on the regional location of institutions awarding the
majority of doctorates to blacks. One researcher asserted that northern,
"prestigious," white institutions awarded the majority of these terminal
degrees, while another researcher noted that three of the top five
doctoral degree granting institutions, conferring the doctorate on
females, are located in the South. Atlanta University is among this
group. Whether attending northern or southern institutions of higher
education, Blacks, apparently, concentrate in education, to the basic
exclusion of other fields, with the exception of chemistry in the
physical sciences. Sources of support tend to come from one's self
or spouse although there are several sources of fellowship and scholar
ship monies set aside specifically for minorities. A slight majority
of black female doctorate holders are married, yet an unusually large
block is unmarried. The great majority reported either no dependents
or only one.
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Black doctorates tend to find employment in higher education to
a great extent, while a very low number are in the private sector.
Yet black female doctorates in higher education feel that they are
discriminated against when administrative and high-level faculty
positions are awarded.
Research on the motive to achieve in black females revealed that
they are quite similar to white females in that they tend to choose and
cluster in traditionally feminine-dominated fields.
Black female doctorates were found to not only be constrained by
sexual barriers, but racial ones as well in their attempts to secure
managerial and administrative positions. When these individuals were
able to move up to these high-level jobs, they were said to be both
democratic and assertive leaders.
The research tended to show that black female doctoral degree
holders are not as research-oriented as their other colleagues. Although
there were several reasons, the most salient appeared to be their
employment with historically black institutions that placed a great
deal of emphasis on their "teaching mission."
Black female Ph.D.'s tend not to receive postdoctoral fellowships,
nor was there evidence that they hold committee memberships or offices
in professional organizations to any great extent. One researcher was




This section contains a discussion of the research design, subjects,
selection procedure instrument descriptions, procedures for implementa
tion, analysis of the data, and statistical treatment of the data.
Research Design
The research design for this study consisted of the survey research
technique utilizing the ex post facto research technique. According to
Kerlinger, "Surveys sample population in order to discover the incidence
and distribution of, the interrelationships among, . . . psychological
and educational variables.
Ary indicated that ex post facto research is conducted after
modifications of the independent variable have been resolve
2
"natural course of events.
Subjects
The group used for this research study consisted of all black
female doctorates in the four disciplines of: administration and
N. Kerlinger, Behavioral Research: A Conceptual Approach
(New York: Holt, Rinehart and Winston, 1979), p. 151.
o
Donald Ary, Lucy C. Jacobs, and Asghar Razavieh, Introduction




supervision, guidance and counseling, biology and chemistry who completed
degree requirements from Atlanta University during the academic years
1975 through 1985. The initial figure for all disciplines was 91
(n = 91); with 45 in administration, 21 in counseling, 23 in biology,
and two in chemistry.
Selection Procedure
The following statements synoposize the procedures used by the
researcher for the selection of subjects in this study. Cross-referenced
lists of black female doctoral graduates from the Atlanta University
Schools of Education and Sciences between the academic years of 1975
through 1985, were obtained from the Offices of the Registrar and Alumni
Affairs. Additional mailing lists were secured from other sources,
i.e., local telephone directories, the Atlanta University Alumni
Association, faculty members and various departmental staff.
All black female doctorates who graduated during the targeted
period were eligible for inclusion in this study.
Instruments
The following instruments were used to obtain the data for this
study: 1) The Male-Female Role Research Inventory of Feminine Values;
2) The Meta-Motivation Inventory; and 3) A Demographic Questionnaire.
The Male-Female Role Research Inventory of Feminine Values is
coauthored by Drs. Anne G. Steinmann and David S. Fox. This MIFV is a
Likert-type scale consisting of 34 statements. Half of the items
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delineate family, home, other oriented (traditional) values and
attitudes. The other half represents self-oriented, self-achieving
(liberal) values and attitudes. Three forms of the instrument for
measuring female perceptions of the feminine roles are administered
to females to assess their self-perceptions, as they believe the ideal
woman would respond, and as they believe a man would have the ideal
woman respond.
For the MIFV, content validity is based on the judgement of seven
experts, all professionals in the social discipline, who agreed with
these categorizations, self-oriented (liberal) or family, home and
other oriented (traditional). Concurrent validity of the MIFV has been
tested in more than 90 research studies. These studies indicated that
sources of the MIFV were correlated with scores on a wide variety of
other tests. Split-half reliability of the MIFV, using the Spearman
Brown prophecy formula, was estimated at .81.
The Meta-Motivation Inventory is authored by Dr. John A. Walker.
The original norming data for the Meta-Motivation Inventory were
collected from 220 mid-level managers in the Spring of 1979. The data
base of 220 was deemed sufficient by the author to establish the
original norms for the inventory, since the statistical error rate
for sample populations over 200 is minute. Dr. Waler reports, at this
writing, approximately 5,000 managers have taken the Meta-Motivation
Inventory and analysis supports the accuracy of the original norms.
The author detailed two types of validity for the instrument, namely,
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stating that several studies have been conducted using these data which
indicate that the MMI has predictive validity. Additionally, a primary
source of validation of the MMI was based on respondent self-report.
Participants in the original norm were asked if the results represented
an accurate description of their personality and management style.
Eighty-seven percent responded in the affirmative. The MMI was subjected
to a test-retest reliability study due mainly to the odd number of items
in each category and the brevity of the inventory. The correlations
between the scores on the first and second administrations, for the six
major dimensions of the inventory, are reported as follows: 1) self-
actualization, .86; 2) deterministic, .86; 3) achievement, .84; 4) need
for control, .87; 5) concern for people, .86; and 6) stress, .87.
The demographic questionnaire was loosely based on the National
Academy of Science Survey of Earned Doctorates. It consisted of items
used to ascertain information from participants on pre- and postdoctoral
activities, as well as basic data on such categories as age, parental
education, undergraduate institution and marital status.
Procedure for Implementation
The following procedures were followed in carrying out this study:
1) Prior to beginning the actual research, cross-referenced lists
of all black female doctorates of education and sciences,
between the academic years of 1975 and 1985, were obtained
from the Office of the Registrar and Alumni Affairs.
2) A schedule was formulated to administer the research
instruments.
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3) Each participant was sent an informed consent letter which
described the research process. A waiver form was requested
from each participant giving the researcher permission to
use confidential information about her in completing the
research project.
4) The self-administered instruments were mailed to each
participant.
5) Two weeks after the initial mailing, a post card was sent out
as a reminder to all individuals participating in the study.
6) A 63 percent (n = 50) rate by May 31, 1986, served to determine
the cut-off date for return of participant's respondes. This
63 percent rate of return from the original number (67 doctoral
graduates from the School of Education and 26 doctoral graduates
from Chemistry and Biology) was affected by the presence of two
white females, ten packets returned by the United States Postal
Service, the refusal of one subject to participate and the
researcher's unsuccessful attempt to initially obtain a current
mailing address on one subject.
Data Collection
The data for this study were based on the responses from 63 percent
(n = 50) of the subjects who participated in this research project. Nine
of the black female science doctorates responded, while 41 black female
education doctorates responded. Eighty-eight percent of the instruments
were mailed and three were hand-delivered to participants employed by
the Atlanta University Center.
Statistical Treatment of Data
Fisher's t for testing differences between uncorrelated means was
employed in this study.
CHAPTER IV
RESULTS AND DISCUSSION
This chapter presents the analysis of data in this study and a
discussion of the research findings. The analysis looks at demographic
data and data based on participants' resposes. The eleven null
hypotheses asserted there would be no statistically significant
differences in the man levels on item responses of black female
doctoral graduates in education and black female doctorates in the
sciences in relative to: 1) their perceptions of feminine values,
2) managerial and leadership styles; 3) levels of professional recogni
tion; and 4) levels of professional productivity.
Statistical Analysis
The statistical analysis that was employed to test the hypotheses
for this study was Fisher's t. Fisher's t was used to determine if
any statistically significant differences existed between the mean
levels of the variables for the two groups.
The .05 level of significance was established as the decision rule
for acceptance or rejection of the null hypotheses.
The following tables will illustrate the demographic data of this
research study on black female doctoral graduates of Atlanta University.
The analysis of demographic data is based on percentages.
The data in Table 1 show that the majority, seven (77.7 percent)


































































educational pursuits in junior high school or senior high school. Also,
the majority, 31 (75.61 percent) of the fathers of black female
doctorates in education tended to have terminated their educational
pursuit by the end of senior high school.
Table 2 contains information on the black female doctorates'
mothers' level of education. The data in Table 2 show that a majority,
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TABLE 2














































six (66.6 percent) of mothers of the science black female doctorates
terminated their education after senior high, while the majority, 27
(65.8 percent) of the mothers of black female education doctorates
terminated their education at the senior high school level. Also a
relatively high number, nine (22 percent), of the mothers of education
doctorate attended college with two (4.9 percent) attaining the
doctorate.
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Table 3 contains information on sources of undergraduate degrees
for the participants. The great majority, eight (88.89 percent) and
34 (82.93 percent), respectively, of these individuals received their
baccalaureate education from historically black institutions.
TABLE 3
























Table 4 contains information on field changes for the participants.
There was no reported field-switching in the sciences. However, 29
(70.35 percent) of the individuals in education had changed areas of
concentration.after receipt of the baccalaureate degree.
Table 5 contains information about the length of time it took
participants to attain the doctorate after receipt of the baccalaureate


























































that the majority, 19 (46.34 percent), of the education doctorates
took between 20 or more years to earn their doctorates. The science
doctorates took approximately four to 14 years to earn their doctorates,
TABLE 5











































































20 - 25 Years
Over 25 Years
Total 99.99 41 99.62
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Table 6 contains information on the participants' average ages
when doctorates were completed. The average age for all respondents
upon completion of the doctorate was approximately 39 years old. The
women in science tended to be younger, 29 years old, while the women
in education were approximately 42 years old.
Ages
TABLE 6














































Total 99.99 41 99.61
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Table 7 contains information about the black female doctorates'
postdoctoral educational activities. A slight majority, five (55.5
percent), of the black female doctorates in the sciences had either
fellowships or additional course work. An extremely large number,
30 (73.2 percent), of the black female doctorates in education had termi
nated their academic pursuits upon receipt of the Ph.D. and Ed.D. degrees.
Two education graduates reported postdoctoral fellowship participation,
seven reported taking additional course work past the doctorate, while
two had actually enrolled in degree granting programs (one of the latter



































Table 8 contains information about participants' marital status.
The great majority, seven (77.78 percent), of black women science
doctorates was unmarried, while a slight majority, 22 (53.66 percent),
of the black females in education was married; however, a relatively
large number, 19 (46.34 percent) of the education doctorates was
unmarried.
TABLE 8















Table 9 contains information about participants' dependents. The
data in Table 9 show that a majority had no dependents, eight (88.89



























Table 10 contains information about participant's employment. The
data in Table 10 show that the majority of the science doctorates
(77.78 percent) was employed in higher education, while the majority,
23 (56.06 percent), of the education doctorates was also employed in
higher education. However, a relatively large number, 18 (43 percent),
at the education doctorates was employed in elementary and secondary
education.
Table 11 contains information about participants' leadership


































































Total 100 41 100
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groups are holding administrative positions, science and education
seven (77.78 percent) and 34 (82.93 percent), respectively.
Table 12 contains information on the participants' salary levels.
The data in Table 12 revealed the majority, six (66.66 percent), of the
science doctorates received salaries ranging between $22,000 to $50,000
per annum, while the majority, 38 (92.68 percent) of educational

































Total 100 41 100
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The preceeding demographic data indicated that the following
conclusions may be drawn. The fathers and mothers of these
individuals usually terminated their educational pursuits after junior
or senior high school.
The vast majority of these individuals received their baccalaureate
degrees from a historically black institution. While there was no
reported fields switiching among the science doctorates, over 70 percent
of the education doctorates have matriculated in different field
concentrations for their bachelor and doctoral degrees. The science
doctorates usually took only eight years to attain the doctorate from
receipt of the baccalaureate degrees, while the education doctorates
usually needed approximately 19 years to complete doctorate degree
requirements from receipt of the bachelors. The average age for all
participants upon completion of the doctorate was around 39 years old,
while the women in the sciences tended to be much younger, 29 years
old.
There were notable differences and similarities in the demographic
qualities of the black female doctoral graduates in education and the
sciences.
The results and discussions of the statistical analysis of the
respondents' perceptions of family-oriented values versus self-oriented
values, managerial and leadership, levels of professional recognition,
and levels of professional productivity are presented in the following
tables. Each table presents data used in testing each of the null
hypotheses.
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Table 13 contains information on the participants' self-perception.
The first null hypothesis stated that there would be no statistically
significant difference between the mean level(s) of women's self-
TABLE 13



























































Standard Error of the Means
Difference between the Means
















perceptions for black female doctorates who had chosen careers in
education over the sciences. The statistical analysis yielded the
following data: _t computed for education = 1.585. This calculation
was based on a one-tail t-test, therefore, the null hypothesis should
be accepted at the .05 level of significance.
Table 14 contains information on the participants1 perception of
women's ideal woman.
The second hypothesis stated that there would be no statistically
significant difference between the mean level(s) of women's perceptions
of women's ideal woman for black female doctorates who had chosen
careers in education over the sciences. The statistical analysis
yielded the following: t computed for education = 2.137. Therefore,
_t computed is greater than _t alpha which indicates that the null
hypothesis should be rejected at the .05 level of significance.
Table 15 contains information on women's perceptions of men's ideal
woman.
The third null hypothesis stated that there would be no statisti
cally significant difference between the mean level of women's
percentions of men's ideal women for black female doctorates who had
careers in education or the sciences. The null hypothesis was rejected
based on a one-tail t-test which indicated that t computed was greater
than t alpha at the .05 level of significance.
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= 41 = 9
Means
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N = 41 N = 9
Means
Standard Deviation
Standard Error of the Means
Difference between the Means













The fourth null hypothesis was accepted based on a one-tail t-test
which indicated that t_ computed was less than t_ alpha at the .05 level
of significance.
TABLE 16






















































N = 41 N = 9
Means
Standard Deviation
Standard Error of the
Difference between the
















Table 17 contains information on the participants' motivation to
achieve.
The fifth null hypothesis relative to motivation to achieve among
black female doctorates in education and the science was accepted at
the .05 level of significance since _t computed was less than _t alpha.
TABLE 17





















































N = 41 = 9
Means 60.70
Standard Deviation 6.738
Standard Error of the Means 1.065
Difference between the Means 1.548
Standard Error of the Difference






Table 18 contains information on the subjects' need for control.
The sixth null hypothesis relative to need for control among black
black female doctorates of education and sciences was accepted at the
.05 level of significance.
TABLE 18






















































N = 41 = 9
Means
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Standard Error of the
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Table 19 contains information on the subjects' concerns for people.
The seventh null hypothesis stated that there would be no statistically
significant difference between the mean levels of concern for people
for black female doctorates who have chosen careers in education over
sciences. The statistical analysis yielded the following data: t_
computed for education equals -0.638 and t alpha at the .05 level of
significance equals 2.021. This calculation was based on a one-tail
t-test. Therefore, t, computed for education and sciences is less than
t. alpha which indicates that the null hypothesis should be accepted at
the .05 level of significance.
Table 20 contains information on the subjects' self-actualization.
The eighth null hypothesis was accepted at the .05 level of significance
since t computed for education and the sciences was less than _t alpha.
Table 21 contains information on the subjects' stress levels.
The ninth null hypothesis was accepted at the .05 level of significance
since _t computed was less than t_ alpha.
Table 22 is a summary of the findings nine hypotheses stated
above (Tables 13 through 21).
Tables 23-A through 23-C contain information about subjects'
professional recognition.
The first measure of recognition, memberships held in honorary
societies, indicated that very large percentages of both science and
education doctorates had been inducted into these selected groups
although a slightly higher percentage of black female scientists
reported held memberships in these societies.
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TABLE 19






















































N = 41 N = 9
Means
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N = 41 N = 9
Means 62.78
Standard Deviation 6.326
Standard Error of the Means 1.000
Difference between the Means -1.88
Standard Error of the Difference




























































N = 41 N = 9
Means
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MEASURES OF PROFESSIONAL RECOGNITION



















































11 - 20 Memberships
None Reported
Total 99 41 100
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TABLE 23 - Continued
Groups
C. Number of Committee Member

























A much larger majority of the education doctorates held memberships
in professional organizations, while 33 percent of the black female
scientists reported no professional affiliations.
These data show the majority of science doctorates held no member
ships in offices, while black female doctorates in education belonged
to professional organizations to a much greater extent than their
cohorts in the sciences.
Tables 24A-D contain information about subjects' professional
productivity. Although over 80 percent in both categories had never
written or published a book, more black doctorates in education had
written more books than their colleagues in the sciences.
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TABLES 24A-C
MEASURES OF PROFESSIONAL PRODUCTIVITY






























B. Number of Articles Written No. No.
1 - 5 Written
6-10 Written
11 - 20 Written














Total 100 41 100
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TABLE 24 - Continued
Groups
Science Education
C. Number of Workshops Facilitated No. No.
1-5 Workshops
6-10 Workshops
11 - 20 Workshops








































Total 100 41 100
-127-
Using articles written and published as measures of productivity,
the percentages above (Table 24B) suggest that the vast majority of
black female doctorates in Biology and Chemistry have written from one
to 20 articles. Yet, over half or 60 percent of the black females in
Education have never reportedly written or published articles.
In Table 24C, these cohorts appeared to have conducted a relatively
equal number of works. In Table 24D, the number of research grants
generated and received by black female doctorates in the sciences was
higher than the figure produced by those in education.
Null hypotheses numbers ten and eleven could not be tested by the
kind of data obtained and presented. However, Table 25 contains
information about the subjects' professional participation and
affiliation. The data in Table 25 show the following findings:
1) More science doctorates held memberships in honorary societies
(78 percent to 68 percent).
2) More education doctorates held memberships in professional
organizations.
3) More education doctorates held committee memberships and
offices in professinoal organizations.
4) More education doctorates had written books, 15 percent to
eleven percent.
5) More science doctorates had written more articles, 67 percent
to 37 percent.
6) The groups were approximately equal in the total number of
workships for which they had served as facilitators.
7) More science doctorates generated and received more grants,
66 percent to 34 percent.
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TABLE 25







































































































































Number of Articles Written
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6-10 Articles Written
11 - 20 Articles Written

























































The general conclusion one can draw from the data provided above
is that the two groups were approximately equal to their professional
participations, affiliations and productivity.
Discussion
The black female doctorates in this sample from Atlanta University
in the field concentrations of Administration, Biology, Chemistry and
Counseling are very similar to women doctorates in general and black
male earned doctorates. The black women doctorates provided data which
addressed such categories as demographic characteristics; family-oriented
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versus self-oriented feminine values; managerial and leadership styles;
professional recognition and professional productivity.
The demographic data indicated that for these women, disporpor-
tionately extended lengths of time were used for them to attain Ph.D.'s
or Ed.D.'s after the receipt of baccalaureate degrees relative to
other doctorate recipients. These extended time periods appear to be
exacerbated by financial difficulties, childcare and childbirth problems
and the basic need to become financially independent early.
Subsequently, these individuals are generally much older, upon
conferment of the degrees, than other doctorates. It can also be
assumed, from the advanced ages of the education graduates, relative
to other doctorates, that these individuals can be categorized as mid-
career professionals.
Financial difficulties that impact upon these individuals could
be lessened if responsive and responsible university officials provided
an efficacious and equal system of financial aid distribution, thereby,
possibly, eliminating or decreasing the overly lengthy time periods
required to attain the doctorate for black females.
With respect to marital status, a slight majority of the individuals
in Education is currently married and cohabitating with a spouse, while
an overwhelming majority of the black female doctorates in Biology and
Chemistry is unmarried, single, widowed or divorced.
With regard to the number of dependents reported by these female
doctorates, a majority reported no children or one child. The state
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of motherhood could have been impacted on by other responsibilities,
although the literature tends to suggest that the lowered fertility
rate among black women is associated with higher levels of educational
attainment as a factor in causality.
Although these individuals earned higher salaries than the average
black female, their salary levels were not comparible or compatible
with those received by black or white male doctorates.
Lastly, these women doctorates tended to cluster in public elemen
tary/secondary schools and higher education. This factor appears to be
congruent due to a majority of the individuals selecting Education as
a field choice.
Traditionally, most women have tended to cluster in career fields
labelled as "feminine-oriented," i.e., nursing, teaching, and social
work. This clustering phenomenon appears to also be manifested in
this study's disproportionately high number of black female doctorates
that have matriculated and subsequently graduated from Atlanta
University's School of Education.
Although the literature reveals evidence of differences between
females that select nontraditional or masculine-oriented career fields
over areas that women conventionally enter, the individuals in this
study displayed no such differences as evidenced by their scores on
the MIFV and MMI. The lack of empirically based differences could
have been impacted upon by the sample itself. Astin stated that the
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acquisition of the doctorate, in itself, demonstrates that these
individuals are unique and pioneering in many ways.
1
Astin, Woman Doctorate in America, p. 26.
CHAPTER V
AN OVERVIEW OF THE STUDY, FINDINGS, CONCLUSIONS,
IMPLICATIONS AND RECOMMENDATIONS
The academic and career experiences of the achieving black female
professional have not been examined to any great extent—especially
those of the black female earned doctorate. Thus, the purpose of this
study was to compare selected psychological and occupational character
istics of black female doctoral graduates who had chosen careers in
the sciences at Atlanta University between the academic years of 1975
and 1985.
The selected psychological and occupational variables investigated
were feminine values, managerial and leadership styles, professional
recognititon, and professional productivity.
The subjects, psychological, and occupational variables were
operationally defined as follows:
1) Black female doctoral graduates was operationally defined as
those individuals who had received the Doctor of Education in
Administration and Supervision or the Doctor of Philosophy in
Biology, Chemistry, or Counseling between the academic years
of 1975 through 1985. Additionally, the terms doctorate and
Ph.D. were used interchangeably and also connoted those who
had earned the Ed.D. degree.
2) Feminine values was operationally defined as the scores
shown by the subjects on the Maferr Inventory of Feminine
Values. The sub-test areas of the MIFV are: Women's Self-




3) Managerial and leadership styles was operationally defined
as scores shown by the subjects on the Meta-Motivation
Inventory. The sub-test areas of the MMJ[ are: Deterministic,
Motivation to Achieve, Need for Control, and Concern for
People.
4) Professional recognition was operationally defined as the
receipt of postdoctoral fellowships, memberships in profes
sional and honorary societies, and offices held in these
organizations.
5) Professional productivity was operationally defined as the
number of articles published, number of papers presented to
professional organizations, number of books published as sole
or senior author, consultation work, and number of research
grants received.
6) Employment situation was operationally defined as employment
in areas of training, types of employment, places of employ
ment, length of employment, income and position title.
Perceived by the author, the research was primarily to be signifi
cant in generating future research on this population, in being used
to create pre-screening instruments for pre-doctoral applications to
Atlanta University, and to possibly aid Atlanta University in
ascertaining information on its terminal degree graduates.
The assumptions made in this research was that the participants
in this study would be basically similar to other black female earned
doctorates in terms of age, marital and employment status, southern
origin, and number of dependents.
A major limitation of this study as experienced by other researchers
was the unwillingness of subjects to be completely agreeable to respond
to items addressing information considered private.
Chapter IV focused on the review of the availabe literature and
was summarized in the following manner.
-135-
The literature tended to support the notion that black females
are older than other recipients of the doctorate. The field choices,
education and the humanities of blacks and women appear to account for
the above average ages, especially relative to Asian white men.
Although there are minor differences in accounting for the exact
location of undergraduate institutions attended by black Ph.D.'s, there
virtually was no disagreement in the literature that the majority of
blacks received their undergraduate education from historically black
colleges and universities.
The literature shows that blacks matriculate in and received doctoral
degrees in education to a great extent. It also shows that most blacks
required longer time spans to complete the doctorate, from receipt of
the baccalaureate degree, when compared to all groups, especially Asians.
Again, this could be accounted for by the heavy concentration of blacks
in the field of education.
The research data appeared to show that blacks and females are
employed to a great extent in higher education, primarily in histori
cally black colleges, and to a much lesser extent in business and
industry.
The literature on black and white female doctorates tended to
show that, the higher the educational level, the lower the fertility
rate, when compared with women in the general population.
The research tended to show that black female doctorate holders
are not as research oriented, and, therefore, not as prone, as other
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colleagues to publish books or articles.
The more recent research on the motive to achieve in black women
appeared to conclude that they are more similar than dissimilar to
white females in the internalization of traditionally feminine values
relative to educational attainment and career goals.
To summarize, although there are many pitfalls and barriers and
little support for highly educated black females in administrative
positions, whether in academia or industry, these women by sheer
determination, strong need to achieve and solid family backgrounds,
continue to fight the vestiges of ignorance, sexism and racism to
reach their individually perceived "pot of goal."
The research designs employed for this study were the survey
research technique and the ex post facto research technique. The
initial population consisted of 91 black female doctorates who had earned
terminal degrees, between the academic years 1975 through 1985 in the
following disciplines: counseling, administration, biology and chemistry.
Instruments used for this project were the Male-Female Role Research
Inventory of Feminine Values, Meta-Motivation Inventory and a Demographic
Questionnaire.
The analysis of data was based on a 63 percent (n = 50) return
rate of the original number (91), while Fisher's t. for testing




The summary and analysis of the findings emanating from this
research study yielded the following results:
Variables
Women's Self-Perception
Women's Perception of Women's Ideal
Woman




















Null hyopthesis acceptedProfessional Productivity
The summarization of this study's findings, when the feminine
values, managerial and leadership styles, professional recognition and
professional productivity levels of black female doctorates in education
were compared to those found in black female doctorates in the sciences,




1) There was no statistically significant difference between
Women's Self-Perception in black female doctorates who had
chosen careers in education or the sciences.
2) There were statistically significant differences between
Women's Perception of Women's Ideal Woman in black female
doctorates who had chosen careers in education or the sciences.
3) There were statistically significant differences between
Women's Perception of Men's Ideal Woman in black female
doctorates who had chosen careers in education or the sciences.
4) There was no statistically significant difference between the
Deterministic scores in black female doctorates who had chosen
careers in education or the sciences.
5) There was no statistically significant differences between
the Motivation to Achieve in black female doctorates who had
chosen careers in education or the sciences.
6) There was no statistically significant difference between the
Need for Control in black female doctorates who had chosen
careers in education or the sciences.
7) There was no statistically significant differences between
Concern for People in black female doctorates who had chosen
careers in education or the sciences.
8) There was no statistically significant difference between
Stress scorese in black female doctorates who had chosen
careers in education or the sciences.
9) There was no statistically significant difference between
Self-Actualization scores in black female doctorates who had
chosen careers in education or the sciences.
10) There was no statistically significant difference between
Professional Recognition lefels in black female doctorates
who had chosen careers in education or the sciences.
11) There was no statistically significant difference between
the Professional Productivity levels in black female doctorates
who have chosen careers in education or the sciences.
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Implications
The following implications were drawn from this study:
1) The motivation to achieve among the black female education
and science doctorates in this study was high relative
to the scores obtained from the norming population for the
Meta-Motivation Inventory. There were no statistically
significant differences among these groups, both groups
appeared to be equally and highly motivated to achieve.
2) The concern for people scores of the participants in
this study show that black female doctorates, regardless
of career choice or advanced academic pursuits exhibits high
levels of concern for people. It is not clear whether this
external locus of control on their motivation to achieve is
the result of advanced study or whether their academic pursuits
are the result of a strong concern of people.
3) The similarities in the stress scores of these individuals
individuals indicate that the low stress levels experienced
by these black female doctorates imply that these women have
acquired higher than average levels of maturity and stress
coping mechanisms.
4) The parents of these individuals terminated their academic
pursuits in either junior or senior high school. This might
imply that for black female doctorates in education or sciences,
achievement motivation from the home may be influenced by
factors other than parental educational attainment as a
strong belief in self.
5) That the majority of black female doctorates receive their
baccalaureate degrees from historically black institutions
implies that historically black colleges and universities enable
these individuals to successful pursue and enter into doctoral
level programs.
6) That the absence of some sex role models in the sciences
possibly serve to inhibit or deter program entrance and
completion for black females, while the presence of some sex
role models in education impacts positively on doctoral
education for this group of women. The limited numbers of
black females in the sciences may reflect early kindergarten
through twelfth grade career orientation or familiarity with
education as a field choice, limited information about careers
in science or influence of women teachers upon black females
to chose careers in education.
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7) That black females in education or sciences are influenced
to produce schoiastically by demands of their particular field
choice, nature of their job requirements, opportunities to
write or publish and employment status in either a four-year
college, historically black institution or major research
institution.
8) That too few black female pre-doctoral aspirants are channelled
into or encouraged to enter masculine-oriented training areas
or professions, i.e., chemistry. Efforts to increase the
representation of black men and women in the sciences have not
reached fruition in terms of long-range enrollment goals.
9) The large number of black female education graduates may reflect
trends in educational profiles for blacks in higher education.
The limited number of black female doctorates in the sciences
may reflect the double jeopardy status of black females.
The underrepresentation of these individuals indicates this
area's inability to attract and support black females in the
sciences.
10) That financial needs and difficulties are salient factors
impacting upon program completion for a majority of black
female doctorates. The limited resources of historically
black institutions may explain why many black females have
chosen to attend majority white institutions.
11) That women in the sciences will have much longer time spans
to contribute to their fields than women in education based
on their ages upon completion of the doctorate.
12) That black female doctorates evidence very low participatory
rates in postdoctoral fellowships and education.
13) There was no statistically significant differences in the self-
actualization levels of women in education and the sciences.
Yet, the high self-actualization scores of these two groups,
relative to the norming population of the instrument, indicates
that these black female doctorates display highly positive
self-concept levels.
Recommendation
1) That concerted efforts be made to recruit, counsel and
financially support black females interested in entering
traditionally male-oriented areas, i.e., chemistry.
APPENDIX A
Atlanta University






I am currently conducting a doctoral research study to assess the
personal, educational and occupational characteristics of black female
graduates of the School of Education and the Sciences. You are indeed
a highly select group of individuals, worthy of identification and
study.
I invite you to take part in this study. I am acutely aware that, as
a doctoral degree holder, you are busy and that asking you to complete
these instruments may be an imposition on your time; however, your
cooperation is of the utmost importance in this study. I appreciate
your taking the time to respond to the instruments that are being sent
to your home. You have my personal assurance that the information from
this study will be held in the strictest of confidence. To insure
confidentiality, please do not reveal your name, social security
number or the exact name of your place of employment. Additionally, no
numbering system is being used on the test protocols.
Again, I would like to give my appreciation for your cooperation and
empathy in this research project; your serious answers and cooperation







Enclosed you will find:
1) The MAFERR Feminine Values Inventory, which consists of three
(3) photocpied sheets. In the top right had corner of each of
these sheets, you win find the designation: Form A, Form B,
or Form C. Complete directions for responding to the MIFV are
spelled out at the top of the page.
2) The Meta-Motivation Inventory which consisted of four carboned
pages. Please follow the directions on page three (3), but do
not complete the self-profile and do not tear the instrument
apart. Completion of the demographic data is entirely optional
although the section on stress should be completed.
3) A Demographic Sheet on black female doctoral graduates of Atlanta
University. Please answer or respond to these items as accurately
as possible.
Thank you ever so much for your efforts. You will find a self-
addressed-stamped envelope to use in returning your completed
instruments. If additional information is required, please feel free
to contact me at P. 0. Box 475, Zebulon, Georgia, 30295 or at
(404) 762-6175 in Atlanta.
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Demographic Sheet
All the information you provide will be treated as confidential.
1. Date of birth:
month/day/year
2. Marital status: or
married not married (including
widowed or divorced)
3. Number of dependents:













None 1 2 3 4 5 6 7 8
Elementary School
None 12 3 4 5 6 7 8
1 2 3 4 M.A., M.D.,
College Graduate
12 3 4 M.A., M.D.,
school last attended:
















List in the table below all colleges and graduate institutions that
you have attended including two-year colleges. List chronologically,
and include your doctoral institution as the last entry. Chart












6. Enter below the title of your doctoral dissertation:
7. Name of the department (or interdisciplinary committee, center, institute,
of the university which supervised your doctoral program:
etc.) and school or college
-146-
8. Ag_e
A. Upon college entrance:
10.
B. Upon completion of the bachelor's degree:
C. Upon completion of the master's degree: _
D. Upon completion of the doctoral degree: _
9. Please check each source from which you received some support














Educational fund of indus








Please check the space which most fully describes your status































What was the field of your postdoctoral appointment?
Title of your research
Primary Source of Support
12. Employment (immediately following graduation)
Had signed a contract or made definite plans _
Negotiation with a specific organization, or more than one
Sought appointment but had no specific prospects
Employment other than 1, 2, 3
Military Service
Employment (Current)
What is your type of employer?
Four-year college or university
Junior or community college
Elementary or secondary school
Foreign government
Federal government





12A. What is your basic annual salary (before deductions for income tax,
social security, etc.)?
13. What percent of time do you devote to the following activities?
Management or administration of:
Research and development










14. If acadmically employed:
Do you hold a tenure position?
What is the rank of your position, i.e., Assistant Professor?
Year granted
Professional Activities
15. Please list the titles of all book written.
16. Please list the titles of all articles written.
17. Please list all research grants generated and received.
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18. Please list all consulting activities by workshop titles or speech
titles (current).
19. Please list all honorary societies which you were inducted into.
20. Please list the names of professional organizations which you
belong to.
21. Do you receive professional publications?











September 1981 to Present
Atlanta University
Doctor of Philosophy in Counseling with specializations in Testing and
Research. Oral defense of dissertation successful passed on June 10,
1986. Dissertation proposal successfully presented on April 25, 1986.
Qualifying examination successfully completed July 14, 1984. Disserta
tion title: "An Analysis of Selected Psychological and Occupational
Characteristics and Their Effect on Black Female Doctoral Graduates
that Have Chosen Careers in Education or the Sciences."
Projected graduation date July 25, 1986.
- Georgia Professional Counseling/Marriage and Family Practice License
applied for.
- TCT in school counseling will be taken during the fall of this year.
- Regular proctor for Educational Testing Service.
- Graduate Assistant with a research project on Vocational Education
Needs of 9th and 10th grade students in conjunction with Carver
Comprehensive High School.
- Represented Atlanta University in discussions with Educational
Testing Service on possible revisions for The Graduate Record
Examination (GRE).
- Certification received on Usage of the DSM III from the Atlanta
University School of Social Work.
- Work study for three years with The Atlanta University Office of
the Registrar, working primarily with admissions and records.
- Student member American Association for Counseling and Development.
January 1979 to March 1979
Georgia State University
Completed 15 quarter hours of coursework in Gerontology.
- Member of Georgia Gerontology Society.
September 1976 to December 1977
Tuskegee University
Master of Education conferred in May 1978, coursework was completed in
December 1977. Specialty area: Student Personnel Services.
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- Presented two position papers at Alabama Personnel and Guidance
Association (American Association for Counseling and Development)
Annual Fall Workshop on "Minority Group Counseling" and "Values
Clarification."
- Participation in the Student Personnel Internship Program through
the Office of Student Affairs for two years.
- Supervised internship in the Office of the Registrar.
- Supervised internship in the Office of Placement and Development.
August 1971 to August 1975
Tuskegee University
Received Bachelor of Science in Social Work with minors in Sociology
and English.
- Participation in the Freshman's Honor Program.
- Received Certification in Drug Abuse Counseling.
- Internship with the Lee County Headstart Agency located in Auburn,
Alabama.
- Internship with The Tuskegee Veteran's Administration Hospital with
the Social Work Department.
CAREER PROGRESSION
Career Plans
Short-term Objective: To obtain a supervisory position in an academic
or social service setting with emphasis on personal growth and develop
ment through counseling dialogue.
Long-term Goal: To achieve licensure as an Applied Psychologist in the
State of Georgia and subsequently to establish a private practice in
Child Psychology.
July 1984 to August 1985
University of Transkei, South Africa
Senior Lecturer attached to the Psychology Department. As Acting
Director and Senior Lecturer of the Guidance Centre, my duties entailed
conducting research on the acquisition of study skills appropriate for
a university setting, teaching study skills to the experimental group
in this project, academic counseling, facilitating workshops with other
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university departments to determine their needs for academic remediation
for first-year students, and coordinating freshman orientation week.
Additionally, I was responsible for teaching first-year psychology
courses, conducting practicals for third-year and Honors B.A. Inter
viewing Skills.
October 1982 to June 1983
Dekalb Economic Opportunity Authority
JTPA Testing Unit
Testing Specialist
As a Testing Specialist for the Unit, my responsibilities included intake
interviewing on a bi-weekly basis, conducting individual and group
vocational counseling sessions, managing the client load for the Projects
with Industry Program, Discovery Learning In-School Enrichment Program,
Career Works, and Dekalb Tech's Adult Basic Education Program. With
the Projects with Industry Program (Bobby Dodd Center), I was responsible
for referring emotionally and physically handicapped individuals for
on-the-job training and placement services, after screening using the
Wechsler scales and various interest inventories; the Discovery Learning
Program required the usage of the Wide Range Achievement Test and the
Revised Strong-Campbell Interest Inventory with a student population
of 14 to 16 year olds to ascertain the effectiveness of remediation
tools and the need for further career counseling. The administation
of the General Clerical Examination and a typing speed test were the
basic requirements for entrance into the Career Works Program and
administration of the Test of Adult Basic Education was needed before
referring individuals to Dekalb Tech. Additionally, I was responsible
for procuring restricted testing materials from various publishers.
December 1979 to July 1981
East Alabama Mental Health Agency
Children's Therapist
As Children's Therapist for the Phenix City Office of EAMHA, my job
requirements included primarily family therapy with identified clients
(children H to 15 years) and other family members, intake interviews
for initial screening, acting as a consultant for Lee County Hospital,
weekly case staffing, supervision of two Auburn University graduate
students, testing for the Russell County Department of Pensions and
Securities, testing and court appearances for the Russell County
Juvenile Court; acting as a consultant with the Russell County Headstart
Program conducting staff development workshops and administering
standardized tests; performing contract work with the Russell County
School System, contract work with the Russell County Special Education
Department to test and conduct family therapy with identified clients,
conducting behavioral observations for the Phenix City School System's
multi-handicapped center, and supervising a summer camp program for
behaviorally disordered children.
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- Received staff development training on the use of the DSM III.
- Received First Aid Training from the Auburn-Opelika Chapter of the
American Red Cross.
August 1978 to December 1979
Piedmont Area Community Action Agency
Program Director-Summer Feeding and Recreation Program
Assistant Program Director/Social Services Coordinator-Aging Program
Equal Opportunity Officer
As the Program Director my duties encompassed initial program start-up,
interviewing, testing and selection of program staff, supervision of
four field monitors and 58 site managers, selection of the feeding and
recreation sites for a seven county area, staff training and develop
ment, budget preparation, and acting as an agency contact with the
U. S. Department of Agriculture.
As the Assistant Program Director/Social Service Coordinator, my
responsibilities entailed Title XX participant eligibility determina
tion, all Title XX reporting, conducting staff workshops for site
managers of Title XX requirements, preparation of program evaluation
tools, planning and coordinating a Health Fair for all aging sites,
preparation of a community resources manual, home visits and telephone
outreach for clients, functioning as a site manager when needed, and
attending statewide staff development workshops on planning for the
Aging. My adjunct duties as the agency Equal Opportunity Officer
required preparation of an annual Affirmative Action Plan to meet federal
funding requirements, preparation and review of oral and written
questions used in the agency interview process, conducting workshops
for supervisory staff on selection and supervision of staff members.
- Received certification from the Georgia State Department of Labor
on Interviewing Techniques, Staff Supervision, and Certified Public
Management.
- Elected secretary of the Georgia Community Action Agency's Equal
Opportunity Officer's Association.
- Selected by the agency to attend The National Black Caucus on the
Aging in Jackson, Mississippi.
- Member Georgia Gerontology Society.
- Received a commendation from the CETA program for the hiring and
training of disadvantaged persons.
- Numerous certificates received from various organizations on planning
for the Aging.
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- Received a certificate from the American Red Cross for sponsoring
a local Blood Drive.
January 1978 to August 1978
Pike County Middle School
Seventh Grade Science Teacher
As a seventh grade teacher my responsibilities included preparation
of daily and weekly lesson plans, keeping daily attendance records,
responsibility for a seventh grade homeroom, planning extracurricula
activities for my homeroom, attending weekly staff meetings, playground
and bus duty.
- Attended a workshop on "Reality Therapy" conducted by William
Glasser.
- Provisional Teacher certification in the Behavioral Sciences.
References will be provided on request.
BIBLIOGRAPHY
Books
Ary, Donald; Jacobs, Lucy C; and Razavieh, Asghar. Introduction to
Research in Education. New York: Holt, Rinehart and Winston,
1985.
Astin, Helen. "Career Profiles of Women Doctorates." In Academic Woman
on the Move. Edited by Alice Rossi and Ann Calderwoo~cL New York:
Russell Sage Foundation, 1973.
The Woman Doctorate in America. New York: Russell Sage
Foundation, 1969.
"Factors Affecting Women's Scholarly Productivity," In
The Higher Education of Women. Edited by Helen S. Astin and Warner
Z. Hirsch. New York: Praeger Publishers, 1978.
Barnes, Annie S. The Black Middle Class Family. Bristol, In.:
Wyndham Hall Press, 1985.
Bernard, Jessie. Academic Women. University Park, Pa.: The
Pennsylvania State University Press, 1964.
Billingsley, Andrew. Black Families in America. Englewood Cliffs,
N. J.: Prentice Hall, 1968.
Boyer, Calvin J. The Doctoral Dissertation as an Information Source:
A Study of Scientific Information Flow. Metuchen, N. J.: The
Scarecrow Press, Inc., 1973.
Bryant, J. W. Survey on Black American Doctorates. New York: Ford
Foundation, 1969.
Carnegie Commission on Higher Education. Opportunities for Women in
Higher Education. New York: McGraw-Hill, 1973b.
. Women in Higher Education. New York: McGraw-Hill,
1977.
Carroll, Constance. "Three's a Crowd: The Dilemma of the Black Woman
in Higher Education." In Academic Woman on the Move. Edited by Alice
Rossi and Ann Calderwood. New York: Russell Sage Foundation, 1973.
-156-
-157-
Garibaldi, Antoine. "Black Colleges: An Overivew." In Black Colleges
and Universities: Challenges for the Future. Edited by Antoine
Garibaldi. New York: Praeger Publishing Company, 1984.
Guildford, Dorothy and Synder, Joan. Women and Minority Ph.D.'s in the
70s: A Data Book. Washington, D. C: National Academy of
Sciences, 1977.
Gurin, Patricia, and Epps, Edgar. Black Consciousness, Identity and
Achievement. New York: Wiley, 1975.
Harmon, Lindsay. A Century of Doctorates: A Data Analysis of Growth
and Change. Washington, D. C: National Academy of Sciences, 1978.
Hoskins, Robert L. Black Administrators in Higher Education: Conditions
and Perceptions" New York: Praeger Publishers, 1978.
Kaufman, Debra. Achievement and Women: Challenging the Assumptions.
New York: The Free Press, 1982.
Kerlinger, Fred. Behavioral Research: A Conceptual Approach. New York:
Holt, Rinehart and Winston, 1979.
Ladner, Joyce. Tomorrow's Tomorrow. New York: Doubleday, 1971.
Murray, Pauli♦ The Liberation of Black Women. Palo Alto, Ca.: Mayfield
Publishing Company, 1975.
National Academy of Sciences. The Invisible University/Postdoctoral
Education in the United States. Washington, D. C: National
Academy of Science, 1969.
Petti grew, Thomas F. Profile of the American Negro. Princeton, N. J.:
Van Nostrand, 1964.
Phillips, Charles D. Doctoral Programs in a College of Education.
Ann Arbor, Mi.: University Microfilms, Inc., 1968.
Pinkstaff, Marlene A., and Wilkinson, Anna B. Women at Work: Over
coming the Obstacles. Reading, Ma.: Addison-Wesley Publishing
Company, 1979.
Place, Irene and Plummer, Sylvia. Women in Management. Skokie, II.:
National Textbook Company, 1980.
Prestage, Jewell. "The Role of Black Colleges and Universities in
Graduate Education." In Black Colleges and Universities: Challenges
for the Future. Edited by Antoine Garibaldi. New York: Praeger
Publishing Company, 1984.
-158-
Schweitzer, George K. The Doctorate: A Handbook. Springfield, II.:
Charles C. Thomas Publisher, 1965.
Simon, Rita; Clark, Shirley; and Galway, Kathleen. "The Woman Ph.D.:
A Recent Profile." In Women and Achievement. Edited by Martha
T. Mednick and others. Washington, D. C: Hemisphere Publishing
Corporation, 1975.
Solomon, Lewis. Male and Female Graduate Students: The Question of
Equal Opportunity. New York: Praeger Publishers, 1976.
Tobin, McLean. The Black Female Ph.D.: Education and Career Develop
ment. Washington, D. C: University Press of America, Inc., 1980.
Veroff, Joseph; McClelland, Lou; and Ruhland, David. "Varieties of
Achievement Motivation." In Women and Achievement. Edited by
Martha T. Mednick et al. Washington, D. C: Hemisphere Publishing
Corporation, 1975.
Vockell, Edward L. Educational Research. Calumet, II.: McMillan
Publishing Company, Inc., 1983.
Weston, Peter J., and Mednick, Martha T. Shuch. "Race, Social Class,
and the Motive to Avoid Success in Women." In Women and Achieve
ment. Edited by Martha T. S. Mednick et al. Washington, D. C:
Hemisphere Publishing Corporation, 1975.
Journals/Periodicals
Allen, Walter. "The Social and Economic Statuses of Black Women in
the United States." Phylon 42 (1981):27-40.
"Family Roles, Occupational Status, and Achievement
Orientation among Black Women in the United States." Signs:
Journal of Women in Culture and Society 4 (1979):683.
Arnez, Nancy L. "Selected Black Female Superintendents of Public
School Systems." Journals of Negro Education 51 (1982):309-317.
Averbuch, Gloria. "Do Athletics 'Masculinize' Women." Vogue
(April 1986):116.
Axelson, Leland. "The Working Wife: Differences in Perception among
Negro and White Males." Journal of Marriage and the Family
(August 1970):457-459.
Ball, Richard. "Marital Status, Household Structure, and Life Satis
faction of Black Women." Social Problems 30 (April 1983):406.
-159-
Bayer, Alan E., and Astin, Helen S. "Sex Differences in Academic Rank
and Salary among Science Doctorates in Teaching." The Journal of
Human Resources III (1958):191-199.
Bock, Wilbur. "Farmer's Daughter Effect: The Case of the Negro Female
Professional." Phylon (Spring 1969):19.
Brophy, Beth. "Workaholics Beware: Long Hours May Not Pay." U. S.
News and World Report (April 7, 1986):60.
Burlew, Ann. "The Experiences of Black Females in Traditional and
Nontraditional Professions." Psychology of Women Quarterly 6
(Spring 1982):312-325.
Collier, Betty, and Williams, Louis. "The Economic Status of the Black
Male: A Myth Exploded." Journal of Black Studies 12 (June 1982):
492-495.
The Cosby Show. National Broadcasting System, 1986.
Editors. "Black Women College Presidents." Ebony XLI (February
1986):108-115.
Fleming, Jacqueline. "Fear of Success in Black Male and Female
Graduate Students: A Pilot Study." Psychology of Women Quarterly
1 (Spring 1977):338.
Gilbert, Lucia A. "Dimensions of Same-Gender Student-Faculty Role-Model
Relations." Sex Roles 12 (1985):122
Gump, Janice. "Comparative Analysis of Black and White Women's Sex-Role
Attitudes." Journal of Consulting and Clinical Psychology 43
(1975):858-863.
Gurin, P., and Gaylord, Carolyn. "Educational and Occupational Goals
of Men and Women at Black Colleges." Monthly Labor Review 99
(June 1976):10-16.
Hecker, JoAnne K. "American Graduate Education: From Reverence to
Relevance." Intellect (April 1976):505-507.
Jones, Joyce, and Welch, Olga. "The Black Professional Woman: Psycho
logical Consequences of Social and Educational Inequities upon
the Achievement of High-Status Careers in Leadership Positions."
Journal of NAWDAC 43 (Winter 1979):29-33.
Jones, Patricia. "What It Takes to Be the Boss." Black Enterprise 16
(December 1985):68-72.
-160-
Martin, Donna. "The Wives of Academe." Change (Winter 1972):67.
McCabe, Jewel J. "Black Women - Meeting Today's Challenges." The
Crisis (June/July 1983):11-12.
Mommsen, Kent G. "Black Ph.D.'s in the Marketplace: Supply, Demand
and Price." Journal of Higher Education XLV (April 1975):256.
. "Professional and the Racial Context of Career
Patterns among Black American Doctorates: A Note on the 'Brain
Drain' Hypothesis." Journal of Negro Education 42 (Spring 1973):
191-204.
Mosley, Myrtis. "Black Women Administrators in Higher Education: An
Endangered Species." Journal of Black Studies 10 (March 1980):295-
309.
Murray, Saundra, and Mednick, Martha. "Black Women's Achievement
Orientation: Motivational and Cognitive Factors." Psychology
of Women Quarterly 1 (Spring 1977):247-248.
Reid, John. "Black America in the 80s." Population Bulletin 37
(December 1982):10-28.
Smith, Carol Hobson. "Black Female Achievers in Academe." Journal of
Negro Education 51 (1982):318-341.
Smith, Elsie J. "The Black Female Adolescent: A Review of the
Educational, Career and Psychological Literature." Psychology
of Women Quarterly 6 (Spring 1982):262.
Swann, Ruth N., and Witty, Elaine P. "Black Women Administrators at
Traditional Black Colleges and Universities: Attitudes, Perceptions,
and Potentials." Western Journal of Black Studies 4 (Winter 1980):
261-269.
Tuskegee University Alumni Newsletter, Tuskegee, Alabama, Winter 1986.
Wiley, Bennie. "A Different Breed of Administrator." Phi Delta
Kappan (May 1971):550.
Unpublished Sources
Adams, Diane M. "The Psychological Development of Professional Black
Women's Lives and the Consequences of Career for Personal Happiness."
Ph.D. dissertation, The Wright Institute, Berkeley, 1983.
-161-
Anderson, Patricia. "Sex-Role Factors and Women's Plans for Graduate
Study." Ph.D. dissertation, Georgia State University, 1976.
Cherne, Feme P. "An Exploratory Study of Selected Personality
Characteristics of Professional Women in Traditional and Nontradi-
tional Occupations." Ed.D. dissertation, University of San
Francisco, 1982.
Gurin, Patricia, and Priritt, Ann. "Counseling Implications of Black
Women's Market Position, Aspirations and Expectancies." In the
Conference on the Educational and Occupational Needs of Black
Women, vol. 2: Research Papers. United States Department of
Health, Education and Welfare. Washington, D. C: National
Institute of Education, 1977.
Harrington, JoAnn C. "The Status of Women with Doctoral Degrees in
Collegiate Business Education." Ed.D. dissertation, Arizona
State University, 1971.
Heaston, Patricia. "An Analysis of Selected Role Perceptions among
Successful Black Women in the Professions." Ph.D. dissertation,
Northwestern University, 1975.
Lewis, Brenda. "Black Female Administrators in Academia: A Descriptive
Analysis of Their Career Development and Use of Mentors." Ph.D.
dissertation, The Ohio State University, 1985.
Lightfoot, Sara L. "Socialization and Education of Young Black Girls
in Schools." In the Conference on the Educational and Occupa
tional Needs of Black Women, vol. 2: Research Papers. United
States Department of Health, Education and Welfare. Washington,
D. C: National Institute of Education, 1977.
Morrison, Gwendolyn C. Caldwell. "Characteristics of Black Females
in Administrative/Management Level Employment." Ph.D. dissertation,
Texas Woman's University, 1981.
Nies, Judith. "Fellowships and Women." Research presented at the AAUW
Conference on the Graduate and Professional Education of Women.
Sponsored by the AAUW, Dallas, Texas, May 9-10, 1974.
Owens, Evelyn J. "A Comparative Study of Environmental and Social
Factors in the Respective Backgrounds of Black and White Women
of Achievement." Ed.D. dissertation, University of San Francisco,
1982.
Shaw, Etherine. "Professional Schools and Their Effect on Black Women."
In the Conference on Educational and Occupational Needs of Black
Women, vol. 2: Research Papers. United States Department of
Health, Education and Welfare. Washington, D. C: National
Institute of Education, 1977.
-162-
TidbaTl, Elizabeth. "Perspective on Academic Women and Affirmative
Action." Speech presented at the annual meeting of the American
Association for the Advancement of Science, Section of Education.
Washington, D. C, December 1972.
"Women Role Models in Higher Education." Research
presented at the AAUW Conference on the Graduate and Professional
Education of Women. Sponsored by the AAUW, Dallas, Texas, May 9-10,
1974.
Wright, M. "Self-Concept and the Coping Process of Black Undergraduate
Women at a Predominately White University," Ph.D. dissertation,
University of Michigan, 1975.
Newspaper Articles
Ezell, Hank. "Women Trail Men in College Pay." The Atlanta Journal
(27 May 1986):4C.
